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ABSTRACT 
The study examined the relationship between emotional intelligence and the quality of life of 
school educators in the Reservoir Hills precinct, in the Pinetown District, KwaZulu-Natal. A 
quantitative approach was utilised and a sample size of 108 educators was drawn from six schools 
using the simple random sampling technique. The questionnaires utilised was the Schutte Self 
Report Emotional Intelligence Test (1998) which measured emotional intelligence and World 
Health Organisation (1995) which measured the quality of life. 
The role of today's educators is extremely challenging, with many educators not only encountering 
heavy workloads and time pressures in teaching, but also having to cope with students' discipline, 
behavioural problems and pressures from insensitive administrations. Such environments can 
create psychological and physical distress as well as emotional fallouts among educators. Further 
to this, the South African educational system has posed a number of new changes such as, changes 
in curriculum, the rollout of vocational education, and lastly, the lowering of the pass rate 
requirements in public schools, which has created anxiety amongst educators.  
Key theories pertaining to the research were: Mayer and Salovey’s Ability Model (1997), 
Goleman’s Competency Model of Emotional Intelligence (1995), Sen’s Capability Approach 
(1979) and Ryan and Deci’s Self-determination Theory (2000). Validity was measured using 
Factor Analysis and reliability was measured using Cronbach’s Coefficient Alpha.   
This study revealed that there is a significant relationship between emotional intelligence and the 
quality of life of educators. There are statistical significant differences between males and females 
in the quality of life, and emotional intelligence is in favour of female educators. It is suggested 
that intense training mechanisms in line with the educator challenges will help educators to be 
content with their profession as this will have a positive effect on their quality of life.  
 
Keywords: Emotional Intelligence, Quality of Life, Educators, Workload, Stress, Time Pressures, 
Behavioural Problems, Anxiety, Job Satisfaction, Physical Health, Psychological Health, 
Resilience, Well-being, Curriculum, Training 
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CHAPTER ONE: INTRODUCTION 
 
1.1 INTRODUCTION  
 
Existing studies indicate that well-developed emotional intelligence is particularly important for 
educators who are not only entrusted with shaping the lives of a new generation, but also have to 
manage themselves effectively in one of the high-risk professions which has an impact on their 
quality of life (Hsiang, 2016; Anjum & Swathi, 2017; Campos & Chaves, 2016). As a result, the 
South African educational system throughout the years have posed a number of changes which has 
made educators wary and frustrated. Some of the pressing challenges that will be highlighted are 
curriculum changes and the lowering of pass rates.   
The study therefore aims to qualify whether there is any difference in the level of quality of life 
among educators with high and low emotional intelligence. Thus, this chapter will provide a 
background of the problem from a South African perspective and eventually filter down to the 
focus of the study which is the Pinetown District (Reservoir Hills) in the province of KwaZulu-
Natal. This study will enable educators to focus on their possible areas of development, equip 
themselves with the necessary skills to understand, express and regulate their emotions positively 
during challenging times encountered in their profession, thus adding value to their quality of life.   
 
1.2 BACKGROUND OF STUDY 
   
Pool and Qualter (2018, p. 106) describe emotional intelligence as the “ability to identify and 
manage your own emotions and the emotions of others”. Quality of life can be described as the 
“individuals’ perception of their position in life in the context of the culture and value systems in 
which they live and in relation to their goals, expectations, standards and concerns” (Pinto, 
Fumincelli, Mazzo, Caldeira & Martins, 2017, p. 7). Studies indicate that emotional intelligence 
can enhance the quality of life, because people feel a sense of well-being when their work and 
lives are meaningful (Hsiang, 2016; Granger, 2015).  
The role of today’s educators are extremely challenging (Mohamed & Jais, 2016). Many educators 
not only encounter heavy workloads and time pressures in teaching, but also have to cope with 
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students' discipline, behavioural problems and pressures from insensitive administrations 
(Mapfumo, Chitsiko & Chireshe, 2012). Such environments can create psychological and physical 
distress as well as emotional fallouts among educators (Mohamad & Jais, 2016).   
Therefore, by inculcating emotional intelligence in educators, they will have the ability to cope 
with these demands by being able to: 
 Motivate oneself and persist in the face of frustrations; 
 Control impulse and delay gratification;   
 Regulate one's mood;   
 Keep distress from swamping the ability to think; and finally,  
 Empathy (Goleman, 2017). 
 
1.3 PROBLEM STATEMENT   
 
South Africa’s educational system has seen a number of curriculum changes which have induced 
negative feelings in respect of this arena (Adu & Ngibe, 2014). Throughout the years South Africa 
underwent a variety of curriculum changes, namely Curriculum 2005 (C2005) was introduced in 
1997, Revised National Curriculum Statement (RNCS) in 2002, National Curriculum Statement 
(NCS) in 2007 and currently Curriculum and Assessment Policy Statements (CAPS) which was 
introduced in 2012 (Adu & Ngibe, 2014). One of the main challenges is when educators are about 
to get acquainted to the specific curriculum, there then is an introduction of new curriculum 
changes to be made resulting in educators finding a decrease in their facets of quality of life (Malta, 
2014).   
On the contrary, the above curriculum changes are to ensure that the educational goal in the 
National Development Plan (NDP) 2030 is met, whereby South Africans should have “access to 
education and training of the highest quality, leading to significantly improved learning outcomes” 
(National Planning Commission, 2012, p. 296). Additionally, change in curriculum indicates that 
educators need to attend workshops in order to be taught the new curriculum changes (Maimela, 
2015). After the short workshop, educators are expected to effectively implement the changes they 
learnt, focus on curriculum delivery, update their files and submit them as required (Malta, 2014). 
The learning facilitators also make their demands at short notice and educators are required to 
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ensure that they submit whatever it is that the facilitators request (Maimela, 2015; Malta, 2014). 
All these demands on educators regulate their emotions negatively, which affects their quality of 
life.  
The Minister of Education Angie Motshekga mentioned in the article entitled ‘Motshekga: SA 
Needs Curriculum Change’ that she concedes South Africa is in a need of a curriculum change 
(Phakgadi, 2018). Thereafter she stressed that change is imminent and will be recommending in 
the next 18 months the rollout of vocational education (Phakgadi, 2018). In another article Minister 
Motshekga once again mentioned that the education system needed to be overhauled to meet the 
demands of the fourth industrial revolution (Davis, 2018).   
In addition, Minister Motshekga is planning once again to bring down the pass rate requirements 
in public schools by focusing on lowering the minimum mark required to progress in the senior 
phase of grades seven, eight and nine (Nkosi, 2018; Linden, 2018). This change is going to put an 
emotional strain on educators, especially those that teach in the public schools, because 
matriculants would perform poorly resulting in educators having to take responsibility for poor 
results (Nkosi, 2018; Linden, 2018).   
Educators and unions were not happy about this possible change (Nkosi, 2018; Linden, 2018). For 
example, General Secretary, Mr Maluleka from the South African Democratic Teachers Union 
said that, “If you keep on changing, lowering the standards, you are also saying that the children 
must not apply themselves. You are saying to teachers, look, its fine that the children perform at 
that particular level” (Nkosi, 2018, para 8). Allan Thompson Deputy Chairperson of the National 
Teachers’ Union, mentioned that instead of lowering the pass mark, there should be an increase in 
educators in the classroom and a reduction in the class size (Nkosi, 2018).   
However, it is not possible to have an increase of educators in the classroom since the above 
challenges impact on the educators’ quality of life which make many educators leave their 
profession to find a new profession or educators are leaving South Africa to teach abroad (Miya, 
2017; Niekerk, 2017). The reason that there is a decreased level of quality of life is due to these 
challenges which impact on the educators’ emotions negatively as they have limited support 
mechanisms to help themselves cope and manage these challenges (Nel, Tlale & Engelbrecht, 
2016). Solutions for the current challenges are clearly not being utilised and evaluated accordingly. 
For example, South Africa has seen a number of curriculum changes, but educators still find it 
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difficult to transition smoothly (Phakgadi, 2018). Therefore, the problem statement centred on this 
study examines educator’s tendency to experience negative emotions such as tension, hostility, 
depression, anger, nervousness in response to the constant changes in their work environment, 
which has brough negative effects on their quality of life (Nkosi, 2018; Miya, 2017). 
 
1.4 RESEARCH QUESTIONS   
 
 What is the level of emotional intelligence of educators in the Pinetown District (Reservoir 
Hills)?  
 What is the level of the quality of life of educators in the Pinetown District (Reservoir 
Hills)?   
 Is there a significant relationship between emotional intelligence and the quality of life of 
educators in the Pinetown District (Reservoir Hills)?   
 Is there a significant difference in the perceptions of educators differing on each of the  
biographical variables (gender, age, race, marital status, education, number of years in the 
teaching profession, level currently teaching, and employment status) on the level of 
quality of life and emotional intelligence?   
 
1.5 RESEARCH OBJECTIVES   
 
 To understand the level of emotional intelligence of educators in the Pinetown District 
(with particular reference to the Reservoir Hills precinct).  
 To understand the level of the quality of life of educators in the Pinetown District (with 
particular reference to the Reservoir Hills precinct).  
 To examine the relationship between emotional intelligence and the quality of life of 
educators in the Pinetown District (with particular reference to the Reservoir Hills 
precinct).  
 To establish if there is a significant difference in the perception of educators on each 
biographical variable (gender, age, race, marital status, education, number of years in the 
teaching profession, level currently teaching, and employment status) on the quality of life 
and emotional intelligence of educators.  
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1.6 HYPOTHESES   
 
 There is a significant relationship between emotional intelligence and quality of life of 
educators in the Pinetown District (with particular reference to the Reservoir Hills 
precinct).   
 There is a significant difference in the perceptions of employees differing on each of the 
biographical variables (gender, age, race, marital status, education, number of years in the 
teaching profession, level currently teaching, and employment status) on the quality of life 
and emotional intelligence of educators respectively.  
 
1.7 SIGNIFICANCE OF STUDY   
 
Educators encounter many work demands and changes in their ever evolving profession; as a result 
emotional intelligence will help to create a happier work environment for educators and potentially 
increase productivity due to employees having a positive well-being (Goleman, 2017). This study, 
in addition, will contribute to the Sustainable Development Goals 2030, particularly the following 
goals: Goal three which stresses healthy lives and promoting the well-being for all people at all 
ages; goal five which is achieving gender equality and empowering all women and girls; finally 
goal eight which entails inclusive and sustainable economic growth, full and productive 
employment and decent work for all (Dodds, Donoghue & Leiva, 2016).  
 
1.8 RATIONALE FOR THE STUDY   
 
This research is vital for educators to acquire skills to understand, manage, express and regulate 
their emotions positively during challenging and stressful times in the classroom, for effective 
management, student discipline, goal attainment and fostering relationships. This then will help to 
maintain their physical, social and psychological well-being during these demanding times thereby 
being able to focus on their possible areas of development.  
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1.9 LIMITATIONS OF THE STUDY   
 
 Time was a critical component in terms of meeting deadlines in such short spaces of time. 
Obtaining ethical clearance from the KwaZulu-Natal Department of Education was a long 
process which posed a delay in the study.  
 Finding a suitable time for educators to fill out the questionnaire was a challenge. 
 Costs such as printing, binding, incentives, utilising a statistician and language editor was 
incurred in the study.     
 
1.10 DEFINITION OF TERMINOLOGIES  
 
Presented below is a brief outline of the terminology that will be utilised throughout the study: 
 
Appraisal: The ability to identify and recognise your moods, emotions and its effect on others 
(Goleman, 2017).  
 
Emotional intelligence: The ability to effectively identify, detect and control emotions (Hejase, 
Hamdar & Noureddin, 2017).  
 
Emotions: These are when chemicals release in response to an individual’s interpretation of a 
specific trigger of internal or external events (Tyng, Amin, Saad & Malik, 2017). 
 
Environmental health: This comprises of all external factors affecting a person’s overall well-
being (Devlin, 2018).  
 
Physical health: It is the condition of an individual's body taking into account everything from 
absence of disease to fitness level (Alice & Boas, 2017) 
 
Psychological health: This comprises of an individual’s emotional, behavioural, and social 
maturity (Alice & Boas, 2017).  
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Quality of life: The general well-being of people that comprises of environmental health, physical 
health, psychological health and social relationships (Alice & Boas, 2017). 
 
Regulation: The ability to redirect disruptive impulses and moods before communicating 
(Goleman, 2017). 
 
Social relationships: This encompasses “having friends and close peer experiences which are 
strong predictors of life satisfaction” (Amati, Meggiolaro, Rivellini & Zaccarin, 2018, p. 19). 
 
Utilisation: The ability to harness emotions to facilitate various cognitive activities, such as 
thinking and problem solving (Goleman, 2017). 
 
1.11 SUMMARY OUTLINE PER CHAPTER   
 
CHAPTER ONE: INTRODUCTION. This chapter introduces the study and provides an 
overview of it.  
 
CHAPTER TWO: EMOTIONAL INTELLIGENCE. This chapter discusses the independent 
variable (Emotional Intelligence) by highlighting its theoretical framework.   
 
CHAPTER THREE: QUALITY OF LIFE. This chapter explains the theoretical framework of 
the dependent variable (Quality of Life), thereafter showcasing the relationship between both 
variables.   
 
CHAPTER FOUR: RESEARCH METHODOLOGY. This chapter outlines the research design 
and methods utilised in the study.   
 
CHAPTER FIVE: PRESENTATION OF RESULTS. This chapter presents analyses and 
discusses the key findings of the results.  
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CHAPTER SIX: CONCLUSION AND RECOMMENDATIONS. This chapter explores the 
hypotheses of the study and contrasts them with various previous literature, thereafter making 
appropriate recommendations for the study; and finally,   
 
CHAPTER SEVEN: EFFECTIVE EMOTIONAL INTELLIGENCE STRATEGIES TO 
ENHANCE QUALITY OF LIFE FOR EDUCATORS. In this chapter presents significant 
stakeholders with relevant strategies based on the findings of the study. The strategies enshrined 
in the model aim to develop emotional intelligence in educators thus enhancing their quality of 
life. 
 
1.12 CONCLUSION  
  
This chapter has introduced the study by providing an overview of what the study aspires to 
achieve. It has outlined the background, problem statement, research questions, research 
objectives, hypotheses, significance of the study, rationale of the study and an overview of the 
chapters in the study. The next chapter will provide a theoretical framework of emotional 
intelligence.   
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CHAPTER TWO: EMOTIONAL INTELLIGENCE 
 
2.1 INTRODUCTION   
 
Emotional intelligence has been addressed by numerous psychologists, educators and researchers, 
however, this concept is still considered fairly new, taking into account that research to understand 
and reap the benefits continue to emerge. Research has supported the powerful role emotional 
intelligence plays in the workplace, schools, and the lives of individuals (Brackett, Rivers & 
Salovey, 2011; Goleman, 2017).   
This chapter aims to explore the history of emotional intelligence by showcasing the views of 
renowned researchers. Thereafter, emotional intelligence will be defined by breaking down the 
concept into three parts namely: emotions, moods and intelligence. In addition, the dimensions 
and benefits of emotional intelligence will be discussed. Finally, four important theories in relation 
to emotional intelligence will be examined.   
 
2.2 HISTORY OF EMOTIONAL INTELLIGENCE   
 
The emergence of emotional intelligence can be traced back to Thorndike’s 1920 social 
intelligence theory which focused on human relations with particular attention to understanding 
and managing people (Serrat, 2017). However, Mayer (2001) cited in Beck (2013) summarised 
that there are four eras of evolution for emotional intelligence.   
The first era began from the years 1900-1969. During this era, intelligence and emotions became 
the realm of testing and researching (Beck, 2013). As a result, Beck (2013, p. 11) highlighted that 
there were debates centred on whether “people who encountered stressful situations would respond 
with a physiological reaction (such as increased heart rate) or with an emotional response”. Other 
debates that developed during that era were related to Darwin’s theory (1872) which stressed that 
emotions evolved among species (Tobin, Favelle & Palermo, 2015). Boler (1999) cited in Granger 
(2015) affirms that in the 1930s the role of development for virtuous citizens were led by female 
educators. This meant that female educators could be blamed for social problems due to the display 
of mental impediments (Granger, 2015).   
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The second era known by Mayer (2001) cited in Beck (2013) is the precursor to emotional 
intelligence which occurred from the years 1970-1989. As a result, cognition and affect became 
well defined fields that emerged within these twenty years (Beran, Parrish & Washburn, 2014), 
not to mention, “interpreting posture and facial expressions as a means to indicate, measure and 
read emotional states which were introduced from the field of non-verbal communication” (Brown, 
2016, p. 172). Gardner’s (1983) work on multiple intelligence was perhaps the most widely known 
research during this era whereby Gardner (1983), suggested that by “understanding the many ways 
in which human beings were intelligent helps with how they process, learn, and remember 
information in a variety of ways” (Konrad, Tucker, & Crane; 2016, p.11).  
As a result, different intelligences were proposed by Gardner (1993) which focused on human 
potential in children and adults at a broader level (Brannon, 2016). These intelligences comprised 
intrapersonal and interpersonal intelligence. Gardner (1993) cited in Shearer (2018, p. 7) defined 
intrapersonal intelligence as the “capacity to understand oneself, to have an effective working 
model of oneself including one’s own desires, fears, and capacities and to use such information 
effectively in regulating one’s own life”. However, interpersonal intelligence can be defined as the 
“ability to recognise and understand other people’s moods, desires, motivations and intentions” 
(Studer, 2015, p. 316).  
During the third period (1990-1993) several articles were published on emotional intelligence by 
Mayer and Salovey (1990), thus creating the evolution of emotional intelligence as a unique 
concept (Wilding, 2017). In order to precisely describe emotional intelligence, Mayer and Salovey 
(1997) cited in Fani (2015) confirm that intelligence and emotion must be explored by the 
individual. Mayer, Oosthuizen and Surtee (2017, p. 184) demonstrates that “since the eighteenth 
century, psychologists have divided the brain into three distinct parts: 1) cognition, 2) affect, and 
3) motivation”.  
To explain, intelligence is the main focus belonging to the cognitive sphere as it “embodies one’s 
ability to remember, judge, reason and think” (Dahl and Cilliers, 2012, p. 12). According to Mayer 
and Salovey (1997), emotions belong to the second sphere (Barker & Wojtaszek, 2016). Zadra & 
Clore (2011, p. 7) outline that “the affect component of the brain is responsible for moods, 
evaluations, and other feeling states like energy or fatigue”. Mayer and Salovey (1990) concluded 
that the definition of emotional intelligence should correlate with both emotion and intelligence 
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provided that both definitions are maintained (Zadra & Clore, 2011). It was noted that motivation 
(third sphere) was not included in the definition as Mayer and Salovey (1990) chose to avoid it 
because these theorists argued that motivation referred to a biological or learned goal-seeking 
behaviour (Granger, 2015).  
Finally, the years 1994-1997 brought about the fourth phase of evolution of emotional intelligence 
(Wilding, 2017). As a result, the construct emotional intelligence heightened during this period 
which brought about the popularisation and broadening of the construct (Dippenaar & Schaap, 
2017). Many books, magazines, and articles were published which led to two distinct perceptions 
of emotional intelligence: the scholarly field and the popular field (Srivastava, 2013). As a result, 
Times magazine had published an article entitled, Emotional Intelligence: The EQ Factor (Roy, 
2015).   
This led to the rise of increased public attention and as a result, numerous personality scales began 
to develop under the pretence of emotional intelligence (Granger, 2015; Roy, 2015). Minasian 
(2014, p. 16) stresses that in 1995, “Daniel Goleman published his best-selling book entitled, 
Emotional Intelligence: Why It Can Matter More than IQ”. This book was served as the most 
widely known version of emotional intelligence outside of academia as it popularised the construct 
and strongly influenced most subsequent scientific conceptualisations of emotional intelligence 
(Drigas & Papoutsi, 2018).   
 
2.3 DEFINING EMOTIONS   
 
In order to discuss the notion of emotional intelligence effectively, there must be a general 
understanding of emotions and intelligence as separate concepts. Emotions form a very powerful 
part of a person’s life as it mediates not only one’s interactions, but creates the frame of reference 
through which one perceives their daily lives and manage interactions from the very stressful to 
the highly mundane (Utsuki & Hashimoto, 2017; Zadra & Clore, 2011).  
In that being said, emotions can be defined as “intense feelings directed at someone or something” 
(Robbins, Judge, Odendaal & Roodt, 2016, p. 131). However, Yuksekbigili, Akduman and 
Hatipoglu (2016, p. 121) argue that “emotions are usually viewed as structured reactions that cross 
many psychological subsystems, including the physiological, cognitive, motivational and 
12 
 
experiential systems”. As a result, emotions like anger, happiness, and fear, as well as mood and 
bodily states, influence how people think, make decisions, and perform different tasks (Brackett 
et al., 2011).   
This happens when an internal or external event triggers an individual’s emotions to react 
positively or negatively to an event or person (Brackett et al., 2011). For example in an academic 
environment, it comprises job demands which can create work events that are challenging, 
uplifting events or both (Schriesheim & Neider, 2016; Robbins et al., 2016). An example of an 
uplifting event would be meeting a goal in the given curriculum; whilst a challenging event would 
be colleagues who refuse to carry out their share of work (Schriesheim and Neider, 2016; Robbins 
et al., 2016). These work events trigger the individual’s emotional reactions in either a positive or 
negative manner, therefore influencing a number of job satisfaction and performance variables 
(Schriesheim & Neider, 2016; Robbins et al., 2016).   
Emotions, furthermore provide the means with which one coordinates a diverse range of mental 
and physical components required to respond coherently since these states are associated with a 
wide variety of feelings, thoughts and behaviours (Hietanen, Glerean, Hari & Nummenmaa, 2016). 
These restrictive views were however challenged by Leeper (1984) who theorised that “emotions 
are organised responses that interact with cognition in a meaningful way, and constitute an 
essential part of people’s lives” (Murphy, 2014, p. 21). Leeper (1984) then paved the way for 
psychologists to examine the interaction between emotions and cognitions, specifically with regard 
to the manner in which emotions underlie and guide thought (Cote, Gyurak & Levenson, 2010).  
As a result, this influenced present impressions of emotions as an organising response that 
adaptively focuses on cognitive activities and subsequent feelings (Roger & Vonoi, 2019). This 
position ties into Mayer and Salovey’s (1997) standpoint that emotions are intrinsic to intelligence 
(Roger & Vonoi, 2019). Mayer and Salovey (1990) view emotions as “organised responses which 
cross the boundaries of many psychological subsystems, including the physiological, cognitive, 
motivational and experiential systems” (Roger & Vonoi, 2019, p. 69).   
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2.3.1 Strategies for Managing Emotions   
Educators encounter many events that make them emotional on a daily basis (Sheppes & Levin, 
2013). Thus, educators do not only have to understand emotions but also have to make efforts to 
manage these emotions effectively (Asrar-ul-Haq, Anwar & Hassan, 2017). It is therefore 
important for one to develop different strategies to regulate or manage his or her emotions 
accordingly (Sheppes & Levin, 2013). In particular, managing one’s and other’s emotions is seen 
as a component for emotional intelligence (Issah, 2018). There is however, a huge gap in the 
literature related to the strategies for managing emotions in the business and education sector 
(Marembo, Chinyamurindi & Mjoli, 2018).  
Connelly (2007) cited in Mdondo (2014) outlined the following strategies for managing emotions:  
 Self-awareness as a catalyst that can help with the controlling factor of emotions; this 
simply means that an individual needs to place more emphasis on being aware of one’s 
own emotions;   
 Criticism should not be seen as a negative aspect, but rather viewed  in a helpful manner 
which can be useful as this assists with controlling one’s emotions when feedback is seen 
by the individual in a positive light;   
 If one encounters a situation that interferes with their emotions, then it is important for the 
individual to take time out from duty. Recommendations such as drinking water, 
meditating and exercising should be done in order to calm oneself down;   
 Self-reflection is seen as a crucial component whereby the individual reviews how they 
have handled their emotions in a given situation and most importantly thinking of ways to 
react better; and,  
 Lastly, identifying weaknesses regarding one’s emotions is vital in allowing the individual 
to improve on these developmental areas.   
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Literature (Cure, 2014) from the field of psychology suggests five tips for managing emotions:   
 Tip One: Gathering information to balance thoughts. Cure (2014, p. 29) argues that 
“having information has the ability to change the way people think, create positive 
emotions, and can change people’s perceptions”;  
 Tip Two: Having the ability to read emotional cues . It is has been stressed that 
“emotions are indicators of what is important to us, how we want to be treated and of what 
we want to create more of in our lives” (Cure, 2014, p. 29). In addition, in order for leaders 
to manage their followers better leaders must be aware of their followers’ emotional cues; 
 Tip Three: Talking about emotions in a fruitful way. By having discussions with people 
about their feelings allows them the opportunity to open up and express the emotions that 
they are feeling;    
 Tip Four: Asking powerful questions in order to understand better what triggered 
the emotions. It is suggested by Cure (2014, p. 29) that “leaders should ask questions 
which can give their followers a space to express why they feel the way they do and how 
they wish things to happen next time”. Therefore, followers will arrive at their own 
conclusions without leaders directing behaviour; and,  
 Tip Five: Providing support to followers in order to improve their confidence. It is 
demonstrated that displaying support through mentorship and effective feedback sessions 
can help with the confidence boost.  
 
2.4 DEFINING INTELLIGENCE  
 
Terman (1958) cited in Berliner and Calfee (2013, p. 187) define intelligence as “the ability to 
carry out abstract thinking”. When psychologists began to write and think about intelligence, they 
focused on cognitive aspects, such as memory and problem-solving (Jaarsveld & Lachmann, 
2017). However, there were researchers who recognised earlier on that the non-cognitive aspects 
were also important (Khine, 2016). For instance, American Psychologist Wechsler (1958) cited in 
Yuksekbigili et al. (2016, p. 120) define intelligence as “the aggregate or global capacity of the 
individual to act purposefully, to think rationally, and to deal effectively with his environment”. 
This definition of Wechsler (1958) broadly encompasses what most individuals think of as 
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intelligence as opposed to more restricted definitions such as those proposed by Terman and others 
(Yuksekbigili et al., 2016).   
In particular, Wechsler developed the Wechsler Intelligence Test in the 1950s which is a popular 
tool that is used by schools, psychologists and other professionals to assist in the interpretation of 
intelligence (Gomez, Vance & Watson, 2016). This test measures abilities in four main categories 
that is aimed towards children and adults (Gomez et al., 2016). These four main categories are: 
reasoning, retention of information, processing and organisation of information and verbal 
comprehension (Gomez et al., 2016). As a result, each category is scored individually and the 
composite score is used to obtain the Intelligence Quotient, simply referred to as IQ (Gomez et al., 
2016).  
In this case, individuals who possessed higher IQ scores are most likely to have a better 
performance in school (Karpinski, Kolb & Tetreault, 2018). The following questions however can 
be posed (Richardson & Norgate, 2015): Is a better work performance guaranteed? Does it also 
contribute to the work environment? Is IQ still a strong predictor of success outside the school 
environment or is there a more valid predictor for the latter?  
Regarding variance of performance, Goleman (1998) cited in Ugoani (2019, p. 44) stated the 
following, “When IQ scores are correlated with how well people perform in their careers the 
highest estimate of how much variance IQ accounts for, is about 25 percent”. One can therefore 
not deny that IQ in relation to job performance is a significant predictor (Robbins, 2013). For that 
reason, Mayer, Salovey and Caruso (2004) cited in Gryn (2010, p. 15) argues that “highly 
intelligent individuals are not only less destructive, more open and motivated, but also have a 
tendency to be superior in verbal, social and other intelligences”. Although it has been debated IQ 
influences job and academic performance it is considered a strong predictor instead of emotional 
intelligence (Jiang, Double, Bucich & Minbashian, 2019). A counterargument can be made as it is 
emotional intelligence that allows for the differentiation between a potential star and an average 
leader (Rexhepi & Berisha, 2017).  
Many researchers still argue that “emotional intelligence has a far better predictive validity than 
IQ and that it helps a person to actively and successfully cope with the environment which impacts 
one’s job performance” (Gryn, 2010, p. 15). A study was conducted in South Africa, to explore 
emotional intelligence that educators should possess and how emotions should be managed in a 
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changing school environment (Palmer & Waal, 2011). The study revealed that, as a precursor to 
change, emotional intelligence, if aptly managed, is considered an indispensable tool to educators 
(Palmer & Waal, 2011). Educational change can only be successful if educators perceive 
themselves and their role positively and feel that they are valued contributors to the process of 
change (Palmer & Waal, 2011).  
 
2.5 DEFINING EMOTIONAL INTELLIGENCE  
 
In particular, people find it difficult to identify their emotional reactions, failure to control 
emotional outburst, and often at times behaving foolishly under pressure (Goleman, 2017). In the 
past decade much has been written about emotional intelligence and research has shown the 
powerful role that it plays in the workplace and in the lives of people (Drigas & Papoutsi, 2018; 
Kail & Cavanaugh, 2015). For this reason, various experts in the field have offered definitions and 
models in order to create a better understanding of what emotional intelligence is and how it affects 
success in life and work (Drigas & Papoutsi, 2018; Poonamallee, Harrington, Nagpal & Musial, 
2018).  
Goleman (1997) cited in Mayer et al., (2017) define emotional intelligence as follows:  
 Knowing what you are feeling and being able to manage those feelings without feeling 
overwhelmed;  
 Being self-motivated to complete tasks;   
 Being creative and performing at your fullest potential;  
 Sensing what others are feeling; and lastly,  
 Being able to manage relationships effectively.  
 
Goleman (1995) cited in Granger (2015, p. 22) valued Aristotle’s ideas of the difficulty of 
managing an emotional life with intelligence and revitalised Aristotle’s views for modern times as 
he stated, “anyone can be angry, that is easy. But to be angry with the right person, to the right 
degree, at the right time, for the right reason and in the right way - that is not easy” (Granger, 2015, 
p. 22). Furthermore, Goleman (1995) emphasised the concept Aristotle alluded to, in that 
“emotions are not inherently good or bad, but the key lies in learning to apply them appropriately 
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to the situations on hand, in other words, exhibiting self-control” (Granger, 2015, p. 23). A study 
which was conducted on educators in South Africa’s nine provinces found that not all educators 
experience excessive emotional reactions that may contribute to stress; it appeared that 
undisciplined behaviour was the source of irritation as it made demands on educators' tempers and 
caused aggression (De Witt & Lessing, 2013).   
Bar-On (1997) cited in Drigas and Papoutsi (2018) defines emotional intelligence as a 
multifactorial range of interrelated emotional, personal and social abilities (these abilities are a 
type of emotional competence rather than natural intelligence) that influence an individual’s 
overall ability to actively and effectively cope with demands and pressures. Mayer, Salovey and 
Caruso (1990) cited in Mangal (2015, p. 26) state that “emotional intelligence is involved with the 
capacity to perceive emotions, assimilate emotion-related feelings, understand the information of 
those emotions and manage them”.   
Ciarrochi, Forgas and Mayer (2001) cited Matthews (2012) explains that emotional intelligence 
refers to three primary mental abilities namely:  
 The ability to perceive and accurately recognise emotions;  
 The ability to understand and reason about emotions; and lastly,  
 The ability to regulate emotions effectively.  
 
Coetzee and Jansen (2007) cited in Matthews (2012) state that most researchers agree that the 
construct of emotional intelligence is still under active development and that the following criteria 
needs to be met:  
 It is distinctive but positively linked to other intelligences. More specifically, it is regarded 
as the intelligence that people apply to their emotional lives;  
 It differs among individuals in the sense that some people are more endowed with it than 
others;  
 It develops over a person’s lifespan and can be developed and enhanced through training 
and practise, and finally,  
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 In particular Matthews (2012, p. 16) argues that the “abilities to reason intelligently about 
emotions, including identifying and perceiving emotions (in oneself and others) as well as 
the skills to be able to understand, reflect on and ultimately manage those emotions”.  
 
The above definitions can help one to draw the following conclusions about the nature, 
characteristics and significance of emotional intelligence as follows:   
 It can be seen that emotional intelligence is the “blending of the influences of cognitive 
and emotional factors with human functioning which is at the centre of what current 
researchers are defining as emotional intelligence” (Mangal, 2015, p. 16);  
 It helps the individual in the recognition and regulation of emotions in oneself and others 
for the better understanding and adjustment to the self; and others through the utilisation 
of the emotional and social skills (Robbins et al., 2016; Mangal, 2015);  
 Rational and reasonable emotional behaviour for individuals is provided by emotional 
intelligence (Dhani & Sharma, 2016);  
 Emotional intelligence is making use of ‘common sense’ whereby it helps an individual to 
make use of emotions in getting desired success in the individual’s day-to-day life and 
work (Dhani & Sharma, 2016; Robbins et al., 2016);  
 It allows the individual to get proper awareness, appraisal, application and expression of 
his or her emotions in a right amount, in a right way and at the right time (Mangal, 2015);   
 It makes the individual seek proper synthesis of the activities in his or her head for taking 
a best suited action in the prevailing situations, thus leading to the betterment of 
performance and achieving success in the accomplishment of the self-defined goals 
(Mangal, 2015; Dhani & Sharma, 2016); finally,  
 In the light of the concluded meaning of the term emotional intelligence, it can now be easy 
to adopt a working definition which can now be defined as the “ability to guide and  monitor 
one’s behaviour in the light of the awareness and management of one’s own and others’ 
emotions” (Mangal, 2015, p. 28).    
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2.6 DIMENSIONS OF EMOTIONAL INTELLIGENCE  
 
There are three distinct dimensions of emotional intelligence, which will be discussed below.   
2.6.1 Appraisal and Expression of Emotion  
Appraisal and expression of emotion comprises emotion in the self and emotion in others (Mersino, 
2014). Emotion in the self can be verbal and non-verbal, whilst emotion in others is made up of 
non-verbal perception and empathy (Mersino, 2014).   
2.6.1.1 Emotions in the self  
The process comprising emotional intelligence begins when affect-laden information first enters 
the perceptual system (Regmi & Waldo, 2016). As a result, emotional intelligence in this context 
allows for accurate appraisal and expression of feelings. It is important to note that these various 
expressions of feelings are regulated by the emotional appraisal (Regmi & Waldo, 2016).   
Literature points out that language is an important factor in verbal expression because it provides 
a medium through which it is appraised and expressed (Mansour, 2016). In other words, how 
clearly an individual speaks allows one to learn about that individual’s emotions (Salovey, 
Brackett & Mayer, 2008). Bender (2012) terms this statement as social learning because coherent 
propositions are formed due to the introspection.   
It was found that appraisal and expression of emotion was overlooked as mental abilities because 
it was suggested that maybe it takes place on a non-verbal level (Salovey et al., 2008). Such non-
verbal communication did not have a suitable format for early measures of mental abilities, 
however many researchers explored non-verbal appraisals and expression of emotion since 
Darwin’s (1872) classic study of facial expression (Hatfield, Bensman, Thornton & Rapson, 2014). 
It is noted that much emotional communication occurs through non-verbal channels because 
“individual differences in the clarity of the perception of these signals is illustrated in its 
expression, sometimes termed non-verbal sending accuracy” (Chung & Shin, 2016, p. 599).   
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Tracy, Randles and Steckler (2015) searched for articles in this field using key words such as 
success in teaching, verbal communication and non-verbal communication. Based on the findings 
of the studies reviewed, it was found that “the more the educators used verbal and non-verbal 
communication, the more efficacious their education and the students’ academic progress were” 
(Tracy et al., 2015, p. 25). Under non-verbal communication, patterns such as “emotive, team 
work, supportive, imaginative, purposive, and balanced communication using speech, body, and 
pictures all have been effective in students’ learning and academic success” (Tracy et al., 2015, p. 
25).  
To sum up this section, emotional intelligence fosters appraising and expressing emotions. Drigas 
& Papoutsi (2018) emphasise this statement by mentioning that those who are more accurate can 
more quickly perceive and respond to their own emotions and better express those emotions to 
others. Srivastava (2013) supports this by highlighting that individuals who have emotional 
intelligence can also respond more appropriately to their own feelings due to the accuracy with 
which they perceive them. It was also made clear that an individual needs some level of minimal 
competence concerning these skills as it is vital for adequate social functioning (Bender, 2012).   
2.6.1.2 Emotion in others  
From an evolutionary standpoint, it was important that people have the ability to perceive emotions 
not only in themselves, but also in those around them which is known as non-verbal perception of 
emotion (Salovey et al., 2008). Perceptual abilities of this manner ensure smoother interpersonal 
cooperation, for example, permitting the monitoring of displeasure (Voinov & Sebanz, 2017). 
Moreover, several indications convey that individual differences exist through facial expressions 
as it provides an interpretation of emotions (Qu & Yan, 2017; Gendron, Roberson & Barrett, 2014). 
A number of researchers have discovered that women are generally better than men when it comes 
to recognising facial expressions with the exception of anger perception (Salovey et al., 2008; 
Hong, Yoon & Peaco, 2015).  
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Brent (2018, p. 255) defines empathy as “the ability to comprehend another’s feelings and to re-
experience them oneself”. Foster and Yassen (2019, p. 47) support this definition by further 
elaborating that empathy is a “process of understanding a person’s subjective experience by 
vicariously sharing that experience while maintaining an observant stance”.  Rodgers (1951) cited 
in Bazzano (2018) emphasised that an individual should actively strive to understand and 
empathise with other people because it is seen as a prerequisite for helping them to grow. For this 
reason, empathy can be seen as a central characteristic for emotionally intelligence behaviour.   
In recent years, social support researchers have made it clear that, “a person’s relatives, friends, 
and neighbours are critical contributors to his or her well-being” (Li, Ji & Chen, 2014, p. 51).  This 
happens when people who relate positively to one another will experience greater life satisfaction, 
thereafter resulting in lower stress levels (Raats, 2015). For example, the way a guidance 
counsellor expresses his or her empathy towards the individual is an important determinant of 
whether the advice will be perceived as good or not (Salovey et al., 2008). In other words, people 
can achieve sufficient social competence for interpersonal relations by behaving in an emotional 
intelligence fashion; and clearly by one engaging with emotional intelligence people will definitely 
surround one with a more empathetic and supportive social structure (Salovey et al., 2008).  
Stojiljkovic, Djigic and Zlatkovic (2012) conducted a study on primary school educators to 
investigate whether empathy (empathy quotient and emotional empathy) is connected to the self-
assessment of success in an educators’ role performance (Stojiljkovic et al., 2012). An educator’s 
profession is related to many different roles such as: educator's role in the narrow sense, educator 
as motivator, evaluator, cognitive-diagnostic role, social relations manager and partner in the 
emotional interaction (Stojiljkovic et al., 2012). As a result, the research findings confirmed the 
relationship between empathy and educators performance of various roles (Stojiljkovic et al., 
2012).  
Overall, it can be analysed that this component of emotional intelligence makes up the inclusion 
of skillful recognition of emotional reactions in others and empathetic responses (Gendron et al., 
2014). These skills allow people to look for accurate affective responses in others and helps in 
choosing socially adaptive behaviour responses (Salovey et al., 2008).  Skolte (2016, p. 18) stresses 
that “such individuals should be perceived as genuine and warm by others, while individuals 
lacking these skills should appear oblivious and boorish”.  
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2.6.2 Regulation of Emotion  
This dimension now looks at the process that supports the differences in the ability to regulate 
one’s own emotions. The majority of the research in this domain concentrates on moods rather 
than emotions (Salovey et al., 2008).   
2.6.2.1 Regulation of emotion in the self  
People encounter a number of experiences with regard to their moods; as a result, these experiences 
of moods can be conceptualised due to the regulatory system that monitors, evaluates, and 
sometimes acts as a change agent for moods (Spencer, 2015). Even though numerous aspects of 
mood regulation happen automatically, some meta-experiences of moods are conscious and are 
open for inquiry (Kilic, 2016).   
Additionally, co-occurrence of moods with meta-experiences (for example, types of moods which 
are typically acceptable and unacceptable) over numerous situations provides information for 
individuals to build theories about situations that bring about moods (Salovey et al., 2008; Kilic, 
2016). For instance, “if one experiences a pleasant mood whilst dancing, then the cause of the 
mood (dancing) could be sought after in the future so as to bring about the pleasant mood again” 
(Schafer, Sedlmeier & Stadtler, 2013, p. 4). Salovey et al (2008) highlight that it would serve as a 
foundation upon which rules could be constructed and that would direct behaviour to bring about 
moods.    
Furthermore, moods can be regulated by choosing one’s associates. Studies (Salice, Montes &  
Sanchez, 2016; Anjum & Swathi, 2017) showed that by associating with people whose successes 
are not threatening to them would most likely result in positive effects such as pride; however 
negative states such as envy can be erupted when one has to associate with people whose successes 
are considered important to one’s sense of self. In order for individuals to maintain a positive mood 
and avoid negative moods, they must seek information that helps maintain a positive view of 
themselves (Goleman, 2012).  
In this case, literature illustrated that moods may be modified directly (Salovey et al., 2008). 
Konrad et al. (2016, p. 2) mention that the “earliest evidence for self-regulation of moods came 
from observing, whereby the impact of mood on memory encoding and recall was generally 
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stronger and positive than negative mood states”. Tyng et al., (2017) suggested that individuals 
are generally motivated to maintain and even prolong pleasant moods but attempt to attenuate the 
experience of unpleasant ones.  
As a result, these processes have been termed as ‘mood maintenance’ and ‘mood repair’ because 
it is seen as a motivational view whereby individuals attempt to maximise pleasurable experiences 
and terminate aversive ones (Bayer, 2017). A study found that people’s actions are complex 
because they may be motivated to seek emotional experiences of any kind thereafter trying to 
prolong these emotional experiences (Cilliers, 2011). For example, people attend plays, read books 
that are fiction and listen to symphonies even when these experiences lead to sorrow (Salovey et 
al., 2008).      
2.6.2.2 Regulation of emotions in others  
Emotional intelligence allows for the ability to regulate and alter the affective reactions of others 
(Drigas & Papoutsi, 2018). For example, a public speaker can provoke strong reactions in an 
audience, similarly, an emotional intelligence job candidate understands the behaviours that are 
required for an interview, such as promptness and creating favourable impressions (Salovey et al., 
2008). This suggests that a “strategy of antecedent emotional regulation should be utilised when 
dealing with situations that could result in strong negative emotional responses”, such as providing 
feedback to educators about their teaching performance (Grobler, 2014, p. 871). Furthermore, this 
situation can be modified by the leader whereby the leader needs to indicate the mutual problem 
(that is the performance of the educator) inherent in teaching and learning because after all, the 
role of the leader is a supporting mechanism (Grobler, 2014).  
Goffman (1959) cited in Jacobsen and Kristiansen (2014) described that the way individuals guide 
and control the impressions formed of them is through the way they present themselves and their 
activities to others. Not to mention, Goffman’s influential chapter on ‘The Arts of Impression 
Management’ illustrated “the important consequences of deliberately ‘creating a scene’, or having 
the ‘presence of mind’ to suppress emotional responses to private problems” (Jacobsen & 
Kristiansen, 2014, p. 16). For example, a skilled impression manager knows when to attend to the 
behaviours of others (Bolino, Long & Turnley, 2016). Such management techniques have been 
expanded by Hochschild (1983) cited in Humphrey, Burch and Adams (2016) who has 
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investigated the commercialisation of emotional impression management by large corporations 
and institutions.    
Since Goffman, the actual processes involving interpersonal mood regulation have been examined 
in greater detail (Humphrey et al., 2016). For instance, Jones (1964) cited in Asadullah and Haider 
(2016) studied emotional regulation through ingratiation; whilst Rosen, Johnston and Tesser 
(1972) cited in Randhawa (2017) investigated the ‘mum effect’ which is when people enhance 
their interpersonal relations by suppressing negative communications to others.   
It can be summed up that adaptive and reinforcing mood states are due to the regulation of emotion. 
A number of people regulate emotions in themselves and in others (Salovey et al., 2008). However, 
emotional intelligence individuals should be adept at this process in order to meet particular goals 
(Goleman, 2012). Looking at the positive side, people may enhance their own and others’ moods 
and be able to manage emotions which will motivate charismatically towards a worthwhile end 
(Humphrey et al., 2016). The negative side would be those individuals who are channeled to be 
anti-social will create or manipulate scenes or lead others sociopathically to nefarious ends 
(Lizeretti, Vazquez Costa & Gimeno-Bayon, 2014).  
2.6.3 Utilising Emotional Intelligence   
The ability of individuals differs with regard to harnessing their own emotions in order to solve 
problems (Salovey et al., 2008). However, emotions and moods systematically influences the 
components and strategies for problem solving (Goleman, 2017). This occurs in four steps: 
 Firstly, multiple future plans are facilitated by emotion swings;  
 Secondly, positive emotion may alter memory organisation so that cognitive material is 
better integrated and diverse ideas are seen as more related; 
 Thirdly, emotion provides interruptions for complex systems, such as ‘popping’ them out 
of a given level of processing and focusing them on more processing needs; and finally, 
 Emotions and moods may be used to motivate and assist performance at complex 
intellectual tasks such as problem solving (Salovey et al., 2008).   
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2.6.3.1 Flexible planning   
Personality has a central aspect which is called mood swing. Mayer et al. (2017, p. 15) stresses 
that “those with the strongest mood swings will experience concomitant changes in their estimates 
of the likelihood of future events which are more likely to occur and negative events are less likely 
to occur since the reverse holds true for people in unpleasant moods”. Thus, “addressing a problem 
while in different moods may enable individuals to consider a wide range of possible actions and 
outcomes” (Fletcher & Clark, 2008, p. 285).   
For example, a student may focus purposefully on the negative consequences of failing to submit 
a term paper on time in order to self-induce a state of fear that will spur the student to get an early 
start on the paper (Fletcher & Clark, 2008). Another student may remind oneself of all his or her 
successes before sitting down to write the paper (Fletcher & Clark, 2008). The self-induced 
positive mood that results bolsters the individual’s confidence in writing the paper, and may be 
more likely to persevere when faced with a particularly challenging section of it (Fletcher & Clark, 
2008). However, mood swings can assist people in thinking about the future and consider a wider 
variety of possible outcomes which helps people to be better prepared to take advantage of future 
opportunities (Fletcher & Clark, 2008).   
2.6.3.2 Creative thinking   
Moods can help in assisting problem solving by virtue of its impact on the organisation and use of 
information in memory (Fletcher & Clark, 2008). For example, when individuals experience a 
positive mood, they find it easier to categorise features of problems as being related or unrelated 
in a quick manner (Lerner, 2014). This precision in categorising information has a positive impact 
on creative problem solving (Lerner, 2014). However, if the individual is feeling angered or 
depressed, he or she will make drastic mistakes in the categorisation because the individual is 
focused on the issues that he or she is currently experiencing, rather than concentrating on the 
categorisation of features (Zadra & Clore, 2011).   
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Furthermore, Goleman (2017) demonstrated that creative responses could be facilitated through 
positive moods. Fletcher and Clark (2008) support this by explaining that those individuals who 
experience positive moods are more likely “to give unusual or creative first associates to neutral 
cues”. Moreover, category organising principles are more likely to be discovered by happy 
individuals, which help these individuals to remember information through utilisation and 
integration (Zadra & Clore, 2011).   
2.6.3.3 Mood redirected attention   
This concept states that attention is directed to new problems when powerful emotions occur 
(Yates, Ashwin & Fox, 2010). Thus, “when people attend to their feelings, they may be directed 
away from an ongoing problem into a new one of greater immediate importance” (Yates et al., 
2010, p. 2). The salesperson who is undergoing a divorce may be directed away from trivial work-
related problems and towards understanding of his or her own interpersonal relations through the 
pain that emerges from the individual’s marital status (Salovey et al., 2008).   
In this fashion, individuals learn to capitalise on the capacity of emotional processes to refocus 
attention on the most important stimuli in their environment (Zadra & Clore, 2011). Brackett et al. 
(2011) emphasises that rather than merely disrupting ongoing cognitive activities; the effect can 
help individuals to reprioritise the internal and external demands on their attention, and allocate 
additional resources accordingly.  
2.6.3.4 Motivating emotions  
Finally, moods may be used to motivate persistence at challenging tasks (Cook & Artino, 2016). 
For example, some individuals can channel the anxiety created by evaluative situations (such as 
tests and impending performances) to motivate them to prepare more thoroughly and attain more 
exciting standards (Salovey et al., 2008). Others may imagine negative outcomes as a method of 
motivating performances (Yates et al., 2010). People may use good moods to increase their 
confidence in their capabilities and thus persist in the face of obstacles and aversive experiences 
that lead to better outcomes and greater rewards for themselves and others (Yates et al., 2010; 
Zadra & Clore, 2011).    
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It can be concluded that when people approach life tasks with emotional intelligence, they should 
be at an advantage for solving problems adaptively (Zadra & Clore, 2011). It is for this reason that 
such skills are included within the construct of emotional intelligence (Zadra & Clore, 2011). 
Notably, the sorts of problems people identify and the way they frame them will probably be more 
related to internal emotional experiences which  will be the problems addressed by others (Salovey 
et al., 2008; Lerner, 2014). For example, such individuals are more likely to ask not how much 
they will earn in a career, but rather whether they will be happy in such a career (Salovey et al., 
2008).   
Furthermore, having framed a problem, individuals with such skills may be more creative and 
flexible in arriving at possible alternatives to problems (Mayer et al., 2017). These types of 
individuals are also more apt to integrate emotional considerations when choosing among 
alternatives (Zadra & Clore, 2011). Such an approach will lead to behaviour that is considerate 
and respectful of the internal experience of themselves and others (Cook & Artino, 2016; Mayer 
et al., 2017).   
 
2.7 BENEFITS OF EMOTIONAL INTELLIGENCE  
 
Many people assume that emotional intelligence is only important for those who always have to 
interact or communicate with people (Anjum & Swathi, 2017; Goelman, 2017). Nevertheless, 
emotional intelligence is a gateway to a balanced-life as it is essential to every aspect of life 
(Pavliscak, 2018). Some of the benefits will be highlighted below.  
2.7.1 Physical Health   
Physical health is having the ability to take care of one’s body and especially to manage stress, 
which has an incredible impact on an individual’s overall wellness (Seaward, 2017). This is 
heavily tied to one’s emotional intelligence. Only by being aware of one’s emotional state and  the 
reactions to stress in one’s life, can one hope to manage stress and maintain good health (Seaward, 
2017; Hockenberry & Wilson, 2018). For example, a study was conducted on primary and high 
school educators to determine the effect of emotional intelligence and occupational stress on 
mental and physical health (Mohammadyfar, Tamini & Khan, 2009). It was reported that “educator 
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stress and burnout inevitably affect the learning environment and interfere with the achievement 
of educational goals insofar as they lead to educators' detachment, alienation, apathy and 
absenteeism and ultimately the decision to leave the field” (Mohammadyfar et al., 2009, p. 219).  
2.7.2 Mental Well-being   
Emotional intelligence affects an individual’s attitude and outlook on life (Goleman, 2012). After 
all, it can also help to alleviate anxiety, avoid depression and mood swings (Lantieri & Goleman, 
2014). Therefore, “a high level of emotional intelligence directly correlates to a positive attitude 
and happier outlook on life” (Rahmati & Dehnavi, 2018, p. 2). A stress management intervention 
programme was implemented and evaluated within a primary school in the Western Cape area 
(Burger, 2009).   
The training programme was evaluated in terms of its possible effect on emotional intelligence, 
mental well-being (physical and psychological health), and outcomes of stress (job satisfaction, 
organisational commitment and work-family conflict) (Burger, 2009). The findings of this study 
demonstrated “limited effectiveness of the emotional intelligence training programme in terms of 
improving levels of emotional intelligence, and decreasing levels of occupational stress” (Burger, 
2009, p. 3). However, physical and psychological health improvements were evident after 
completion of the programme (Burger, 2009).  
2.7.3 Relationships   
By better understanding the detection of emotions in others, controlling one’s own emotions and 
handling social interactions will allow one to have the ability to better communicate one’s feelings 
in a more constructive way (Brackett et al., 2011; Christ, Messner & Behar, 2015). Thus, an 
individual is also better able to understand and relate to those with whom they are in relationships 
with (Brackett et al., 2011; Molina, Bulgarelli & Henning, 2017). A study found that the ability to 
recognise emotions in other’s facial expressions predicted peer ratings of how valuable people 
were to their organisation (Robbins, Judge, Millett & Boyle, 2017).   
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According to Dr. Nicola Schutte and her team, emotional intelligence people tend to be better at 
perspective taking and self-monitoring (Mulle, 2016). Also, these individuals are also more 
cooperative and have better social skills (Mulle, 2016). In a study from the early 2000s, Dr 
Schutte’s team showed that “people who thought their partners were emotionally intelligent had 
higher marital satisfaction and anticipated more satisfaction in their relationship in the future” 
(Hall, 2018, para. 4). Therefore, understanding the needs, feelings, and responses of those one 
cares about, leads to stronger and more fulfilling relationships and will have a power leg up in the 
working world (Robbins et al., 2016).   
2.7.4 Conflict Resolution   
Conflict is difficult because it triggers one’s acute stress response, and individuals typically react 
with ‘fight’ or ‘flight’ mode (Yu, 2016; Grossman & Christensen, 2017). If an individual tends to 
be aggressive, the counterpart will likely respond to conflict with ‘fight’ (Jordan, 2018). If the 
individual is not aggressive, the counterpart’s response will be ‘flight’ (Jordan, 2018). Either 
reaction bypasses one’s rational mind and makes it difficult to act logically (Jordan, 2018). In other 
words, when an individual can discern people’s emotions and empathise with their perspective, it 
is much easier to resolve conflicts or possibly avoid them before it starts (Goleman, 2012, p. 16).    
Likewise, a productive way to handle conflict is by calling on one’s emotional intelligence 
(Harrington, 2015; Singh, 2015). The reason being that emotional intelligence affects how one 
manages behaviour, navigate social situations, and make decisions (Robbins et al., 2016; 
Pavliscak, 2018). Furthermore, the individual is also better at negotiation due to the very nature of 
one’s ability to understand the needs and desires of others (Goleman, 2017). As a result, it becomes 
easier to give people what they want if one can perceive what it is (Goleman, 2017).   
2.7.5 Success   
Higher emotional intelligence helps one to be a stronger internal motivator, which can reduce 
procrastination, increase self-confidence, and improve one’s ability to focus on a goal (Goleman, 
2012; Robbins et al., 2016). It also allows people to create better networks of support, overcome 
setbacks, and persevere with a more resilient outlook (Thakran & Kumar, 2015; Goleman, 2012). 
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As a result, having the ability to delay gratification and being able see the long-term of it directly 
affects one’s ability to succeed (Goleman, 2012).   
Rode's (2017) study found that people with high emotional intelligence typically have higher 
salaries than people who do not (Rode, Day & Howes, 2017). To measure emotional intelligence, 
Rode and his co-authors required participants to solve multiple emotional problems that had right 
and wrong answers like an IQ test (Rode et al., 2017). For example, participants had to detect 
emotions in faces or artwork and identify the best response to different scenarios (Rode et al., 
2017). Following this research, it was argued that emotional intelligence should be more relevant 
to success and salary at higher organisational levels, where leadership becomes a relatively more 
important part of one's job (Rode et al., 2017).   
2.7.6 Leadership   
The ability to understand what motivates others, relate in a positive manner, and to build stronger 
bonds with others in the workplace inevitably makes those with higher emotional intelligence 
better leaders (Goleman, 2012; Bariso, 2018; Sindell, 2015). With this in mind, an effective leader 
can recognise what the needs of his or her people are, so that those needs can be met in a way that 
encourages higher performance and workplace satisfaction (Asrar-ul-Haq et al., 2017; Holbeche, 
2016). After all, “an emotionally savvy and intelligent leader is also able to build stronger teams 
by strategically utilising the emotional diversity of their team members in order to benefit the team 
as a whole” (Goleman, 2012, p. 11).  
Palmer (2001) cited in Zhu, Sosik, Riggio and Yang (2012) explored the relationship between 
emotional intelligence and effective leadership. Effective leaders were identified as those who 
displayed a transformational rather than transactional leadership style (Zhu et al., 2012). As a 
result, emotional intelligence correlated with several components of transformational leadership 
suggesting an important component of effective leadership and accounting for how effective 
leaders monitor and respond to subordinates in order to make them feel at work (Zhu et al., 2012).   
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2.7.7 Human Resource Management  
Emotional intelligence can play a significant role in the work of human resource professionals by 
providing them with insights into the learning and development of employees (Drigas & Papoutsi, 
2019; Hong, Eneizan & Al-kharbsheh, 2018). Additionally, this understanding can help human 
resource managers recognise organisational behavioural patterns that could lead them to develop 
programs that facilitate healthy communication in the development of the workplace (Drigas & 
Papoutsi, 2019; Hong et al., 2018). Office Team researchers conducted research on human 
resource managers in order to ascertain the value of emotional intelligence in the work place. The 
findings revealed that: 
 Three in ten human resource managers (30%) feel that most employers place too little 
emphasis on emotional intelligence during the recruitment process; 
 Human resource managers cited reference tests (70%) as the most common method in 
which organisations evaluate the emotional quotient of job candidates, followed by 
behavioural-based interview questions (55%); and finally,  
 Human resource managers described improved motivation and morale (43%) as the 
greatest benefit of having emotionally intelligent employees (Half, 2017).  
Therefore, emotional intelligence provides the opportunity for human resource professionals to 
explore emotions and the effects that it might have on the workplace. Emphasising emotional 
intelligence by recruiting staff that display high levels of emotional intelligence, assessing 
employees utilising the emotional intelligence criteria, incorporating emotional intelligence into 
performance management processes, and providing tailor-made training and development will 
help create a happier work atmosphere for employees and managers, thereby potentially increasing 
productivity across the workplace (Drigas & Papoutsi, 2019; Hong et al., 2018). 
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2.8 THE CONTEXT OF EMOTIONAL INTELLIGENCE IN BASIC EDUCATION  
 
Educational personnel’s with a high degree of emotional intelligence are far more empathic and 
are better at developing a learning and working atmosphere that promotes growth in the 
educational fraternity (Huang & Xu, 2019). Although educators and school leaders are unable to 
manage issues related to salaries, teaching assignments, paperwork, class size, student behaviour, 
and administrator support, they can however develop emotional intelligence skills to cope with 
those stressors (Bhardwaj, 2017). Studies which show the value of emotional intelligence in the 
basic educational context will now be presented below.  
A study explored the views of educators on how their school principals utilised emotional 
intelligence as a tool to handle prescribed curriculum reformation processes at Johannesburg North 
district of Gauteng in South Africa (Grobler, Moloi & Thakhordas, 2016). Research demonstrates 
that emotional intelligence comprises of a collection of essential skills which can support school 
principals for the curriculum reformation that is required by the Department of Basic Education, 
and thereafter it can be implemented by educators in their classrooms (Grobler et al., 2016). 
Grobler et al. (2016) argues that principals could simply apply emotional intelligence skills to 
obtain collaboration and engagement from educators to enforce the mandated changes. Results 
from the study therefore concluded that school principals' utilisation of emotional intelligence is a 
strong tool for facilitating the execution of the mandated changes (Grobler et al., 2016).  
Case-study research was utilised to examine emotional intelligence of secondary school History 
educators of the Lejweleputswa District of the Free State Province (Lubbe, 2012). The study 
explored how these educators’ emotional intelligence can be interpreted by evaluating their 
perceptions and attitudes towards the teaching of History in the contemporary South African 
classroom, and provides an explanation to why educators particularly perceive History as 
challenging to be taught (Lubbe, 2012). Lubbe (2012) therefore discovered that enhanced 
emotional maturity would motivate these educators to “effectively control their emotions, cope 
with the demands of the stressful profession, manage conflict in the classroom, and teach History 
with greater innovation, effectiveness, and confidence” (Lubbe, 2012: 47).  
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Mlangeni (2014) investigated the relationship between emotional intelligence and school 
leadership practices of female principles in the Ugu District of the KwaZulu-Natal province. The 
results showed that the emotionally intelligent female principals are able to manage the emotions 
of their own and of others, therefore enhancing the teaching and learning culture at their schools 
(Mlangeni, 2014). Mlangeni (2014) proposed that in relation to emotional intelligence, the 
Department of Basic Education should make provision for onboarding programmes and mentoring 
for newly appointed school principals.  
Special needs educators who teach in schools for the disabled do not get enough attention. Owing 
to the demands of fulfilling a range of diverse needs due to the influx of disabled learners in an 
inclusive environment, these educators encounter numerous challenges (Du Plessis, 2016). These 
situations affect the quality of education delivered to disabled students (Du Plessis, 2016). 
Emotional intelligence therefore provides educators with a framework for coping with special 
needs students who suffer from depression, intense feelings of sadness, poor social interaction and 
low self-esteem (Du Plessis, 2016). For example, a study focusing on foundation phase school 
educators in an undisclosed suburb in Pretoria showcased that by developing skills in educators on 
the application of emotional intelligence supports learners with special needs (Du Plessis, 2016). 
The above studies therefore advocate that it is critical for the Department of Basic Education to 
develop schooling staff who are emotionally intelligent for the growth and development of both 
students and schools. 
 
2.9 THEORIES ON EMOTIONAL INTELLIGENCE 
   
Existing theories and models of the emotional intelligence construct form the foundation for 
appreciating its value in society and particularly in the workplace (Dippenaar & Schaap, 2017). 
Emotional intelligence theories can be classified into two basic types. These types include mental 
ability and mixed models in which emotional intelligence consists of both cognitive abilities and 
aspects of personality and motivation that facilitate application (Goleman, 2012). The following 
theories which will be outlined below drive the concept of emotional intelligence: Goleman’s 
Competency Model of Emotional Intelligence (1995), Bar-On Trait Model (1997) and the Trait 
Emotional Intelligence Model (2007). However, the key theory underpinning the research is Mayer 
and Salovey’s Ability Model (1997).  
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2.9.1 Mayer and Salovey’s Ability Model (1997)  
Many theorists consider Mayer and Salovey to be the ‘fathers’ of the construct emotional 
intelligence, because they explored emotional intelligence at a deeper level since it was a fairly 
new concept that was introduced (Caruso, 2016; Lanciano & Curci, 2014). Mayer and Salovey 
(1997) cited in Karim (2011, p. 50) revised their 1990‘s model of emotional intelligence saying 
that the former model “omits thinking about feelings”. Thus, more emphasis was given to mental 
abilities (Caruso, 2016). This then allowed other theorists like Goleman to develop their own 
theory of emotional intelligence, using Mayer and Salovey’s research (Brackett et al., 2011).   
Mayer and Salovey (1997) cited in Fani (2015, p. 11) suggested that, “individuals vary in their 
ability to process information of an emotional nature and in their ability to relate emotional 
processing to a wider cognition”. Mayer and Salovey (1997) then mentioned that this ability is 
seen to manifest itself in certain adaptive behaviours (Caruso, 2016). As a result, the Ability 
Theory requires more thinking and less intuition (Brackett et al., 2011). Proponents of the Ability 
Theory believe that training can dramatically improve it because this theory is not necessarily 
dependent on an individual’s natural ability (Salovey et al., 2008).   
Owing to this distinction, Mayer and Salovey's Ability Theory (1997) of emotional intelligence is 
based within a model of intelligence (Brackett et al., 2011). This model of emotional intelligence 
is mostly utilised in businesses and schools for developing management skills and human resource 
development (Brackett et al., 2011). In this case, the model will help educators develop their 
management skills and human resource development aspects such as training, development and 
performance management.   
In addition, the use of emotion in the Ability Model is viewed in highly pragmatic terms (Brackett 
et al., 2011). While it does not seek to negate the validity of emotions, it certainly views emotions 
as a tool that can be used to achieve goals, and that having a high emotional intelligence means 
the individual is capable of controlling and utilising his or own emotions, as well as the emotions 
of others (Brackett et al., 2011).   
The concept of utilising emotions in a positive and productive way is certainly a helpful ability to 
have, whether or not it is completely indicative of a person's overall emotional intelligence or not 
(Anjum & Swathi, 2017). Therefore, in relation to study, by testing educators’ abilities based on 
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the four ability types, will allow us to perceive if educators have high emotional intelligence to 
function in their specific tasks (Brackett et al., 2011). By being able to function in their specific 
tasks will allow educators to enhance their quality of life (Brackett et al., 2011).  
Therefore, the four distinct types of abilities are as follows:  
 Emotional Perception: An individual can recognise the emotions of others through their 
body language, facial expression, pictures and voices;  
 Use of Emotion: In order to achieve a desired outcome, the individual utilises emotions, 
whether it is their own or another individual’s emotions;   
 Understanding emotions: While many people have the ability to recognise basic facial 
expressions, fewer of them are able to predictably recognise and understand emotive 
language and to appreciate the nuances of complex emotional relationships; and lastly,   
 Managing Emotions. This more specifically relates to someone's ability to regulate 
emotions in both themselves and others (Dhani & Sharma, 2016).  
2.9.2 Goleman’s Competency Model of Emotional Intelligence (1995)  
Goleman’s (1995) competency model cited in Mishar and Bangun (2014) was designed 
specifically for workplace applications. Goleman (1995) explains that it can be described as an 
emotional intelligence based theory of performance that involves twenty competencies that are 
divided into four clusters, namely: 
 Cluster 1: Self-awareness. This is a personal competence that requires recognition of 
one’s own emotion.  
 Cluster 2: Self-management.  This cluster focuses on self-regulation of emotions such as 
staying calm and acting in ways that are consistent with personal values. 
 Cluster 3: Social awareness. This allows people to interpret the distinctions or politics of 
a particular group or environment, and finally, 
 Cluster 4: Relationship management. This cluster focuses on bringing out the best in 
others which focuses on social skills such as developing others and influencing, 
communication (Drigas & Papoutsi, 2018; Goleman, 2017). 
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2.9.3 Bar-On Trait Model (1997)  
Bar-On (1997) cited in Farr and Tippins (2017, p. 344) defines his mixed model of emotional 
intelligence as “an array of non-cognitive capabilities, competencies, and skills that influence 
one’s ability to succeed in coping with environmental demands and pressures”. As a result, the 
mixed model is based on traits and abilities related to emotional and social knowledge and can be 
viewed as a model of psychological well-being and adaptation (Bencsik, 2016). In terms of this 
model, emotional intelligence is: 
 The ability to be aware of, to understand and to express oneself;  
 The ability to be aware of, to understand and to relate to others;  
 The ability to deal with strong emotions and control one’s impulses; and finally,  
 The ability to adapt to change and to solve problems of a personal or social nature (Mishar 
& Bangun, 2014; Fani, 2015).   
2.9.4 Trait Based Model of Emotional Intelligence (2007) 
The Trait Based Emotional Intelligence Model (2007) is “a constellation of emotional self-
perceptions located at the lower levels of personality” (Bibri, 2015, p. 413). In lay terms, the model 
refers to an individual's self-perceptions of their emotional abilities (Bibri, 2015). The Trait Based 
Emotional Intelligence Model (2007) is based on a construct that is composed of four major scales 
and fifteen subscales:  
 Well-Being: happiness, self-esteem, optimism, and self-motivation;   
 Self-Control: emotion regulation, low impulsiveness, stress management, and 
adaptability;  
 Emotionality (Empathy): emotion expression, empathy, emotion perception, and emotion 
management; and,  
 Sociability (Social Skills): social awareness, relationships, and assertiveness (Park, 2015).  
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2.10 CONCLUSION 
   
This literature review provided a theoretical framework for emotional intelligence which 
showcased the origin and evolution of emotional intelligence. This was broken down into four eras 
which highlighted the realm of testing for intelligence and emotion; the precursor of emotional 
intelligence whereby the concepts cognition and affect were developed; and the emergence of the 
term emotional intelligence. In addition, this chapter went on to outline the terms emotion, moods 
and intelligence which led to the explanation of emotional intelligence. Thereafter, the three 
distinct dimensions of emotional intelligence were discussed which emphasised how an individual 
should understand and manage his or her own emotions effectively.   
Additionally, highlighted were the benefits of emotional intelligence which focused on key areas 
such as physical health, mental well-being, relationships, conflict resolution, success and 
leadership. Furthermore, the chapter went on to discuss Mayer and Salovey’s Ability Model (1997) 
which was the the key theory underpinning the study followed by an outline of other significant 
theories that drive the concept emotional intelligence, namely: Goleman’s (1995) Competency 
Model of Emotional Intelligence; Bar-One (1997) Trait Model, and the Trait Emotional 
Intelligence Model (2007). It can be concluded that emotional intelligence is a gateway to a 
balanced life. Therefore, the research suggests that efforts should be made to popularise and 
iniciate practice relating to the concepts of emotional intelligence.  In the next chapter, quality of 
life will be examined in relation to school educators.  
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CHAPTER THREE: QUALITY OF LIFE 
 
3.1 INTRODUCTION   
 
Quality of life can be considered to be meaningful achievement and enjoyment in everyday life 
(Tambyah, 2018). Goodale, Hall, Burke & Joyner (1975) cited in Kumar and Rajaram (2012, p. 
21) conducted research in which they asked respondents how would they define the phrase ‘quality 
of life’. Many said that quality of life means “psychological well-being, the work environment, 
realising or working towards one’s aim in life and what the social environment provided to 
people”. As a result, having a good quality of life often means you are happier and healthier on a  
regular basis (Tambyah, 2018).   
For an employee, quality of life is an important factor in performance and productivity from an 
organisational perspective (Christiansen & Chandan, 2017). Demotivated staff are often 
disengaged, do not enjoy their jobs and eventually leave (Lawler, 2017). At present, the education 
sector is facing a crisis of recruitment and retention. Many educators feel overworked, under-
appreciated and stressed (Popov, Wolhuter, Kalin, Hilton, Ogunleye, Niemczyk & Chigisheva, 
2017).  
Therefore, focusing on and ensuring the well-being of teaching staff is of utmost importance; as 
well as higher levels of retention of staff, lower sick leave and lower cost of providing for educators 
(Fouche, 2015; Allen & Kelly, 2015). An educator with high job satisfaction, positive morale and 
who is healthy, should be more likely to teach lessons which are creative, challenging and effective 
thus leading to students excelling in exams (Gormally, Evans & Brickman, 2014).   
This chapter aims to explain the conceptualisation of quality of life by analysing the observations 
of different researchers. Thereafter, the dimensions of quality of life namely, physical health, 
psychological health, social relationships and environmental health will be discussed. In addition, 
the factors impacting on the educator’s quality of life will be examined by showcasing how certain 
features of an educator’s career are harmful to health since this has an effect on the quality of life. 
Finally, three important theories in relation to quality of life will be highlighted.   
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3.2 CONCEPTUALISING QUALITY OF LIFE  
 
Quality of life is an area of study that has attracted an ever increasing amount of interest, as a result 
its conceptual models and instruments for research, evaluation and assessment have been 
developed since the middle of the last century (Ruzevicius, 2012). For example, Greek 
philosophers were in search of the meaning of life which could help people pursue a higher 
existential level of their life (Prinsloo, 2016). In the past century, quality of life was determined as 
material welfare or wealth (Glatzer, Camfield, Moller & Rojas, 2015). However presently, the 
conceptualistion of the term started to evolve based on the influence in the perception of a 
meaningful life and its values (Bahi, Pol & Navarro, 2016).   
The concept of quality of life is based on the assumption that a job is more than just a job because 
it is the core of a person’s life (Mafini & Dlodlo, 2014). This concept has different meanings to 
different people. Manju (2014, p. 77) points out that, “some people consider it as democracy or 
codetermination with increased employee participation in the decision making process”. However, 
administrators think the term denotes “improvement in the psychological aspects of work to 
improve productivity” (Krishnaraj, 2017, p. 1). Some researchers argued that the concept focuses 
more on, “equitable sharing of profits, job security and healthy and humane working conditions” 
(Reddy, 2010, p. 827), whilst other researchers view it as improving social relationship at the 
workplace through autonomous workgroups (Mafini & Dlodlo, 2014).  
As a result, Robbins (1989) cited in Gayathiri (2013, p. 1) describes the concept as “a process by 
which an organisation responds to employee needs by developing mechanisms to allow them to 
share fully in making decisions that design their lives at work”. Goodman (1980) cited in Sushil 
(2013, p. 764) claims that “quality of life is an attempt to restructure multiple dimensions of the 
organisation and to institute a mechanism which introduces and sustains changes over time”. 
Furthermore, Moller (2004) cited in Jain and Nair (2013, p. 35) theorised the concept as comprising 
“life satisfaction, happiness and optimism”.  
Quality of life is therefore said to be the general well-being of individuals and societies (Pinto et 
al., 2017; Saladin, Gan & Cushman, 2016). For that reason, quality of life can be seen to 
incorporate emotional well-being, interpersonal relationships, physical well-being, personal 
development, decision-making and social relationships (Peral & Geldenhuys, 2016).   
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Veenhoven (2000) cited in Kraeger, Cloutier and Talmage (2017) proposed four categories of 
quality of life:   
 Livability of the environment which focuses on the environmental chances and social 
capital;  
 The life ability of the individual which concentrates on personal capacities and 
psychological capital;   
 External utility of life which stresses that a good life must have an aim other than the life 
itself, or higher values; and lastly,  
 Inner appreciation of life which emphasises on the outcomes of life and the perceived 
quality of life.   
 
Consequently, each category of quality of life can have a ripple effect on each other. For example, 
Slade (2010, p. 2) makes reference to “retaining independence and social participation may 
promote feelings of emotional well-being, but the former are partly dependent on retaining health 
and adequate finances”. Therefore, local transport facilities, type of housing and community 
resources to facilitate social participation and social relationships can be influenced by the above 
(Levasseur, Genereux, Bruneau, Vanasse & Chabot, 2015). It can be noted that the construct 
quality of life is multidimensional as each part of the construct affects one another as well as the 
sum (Schulz, 2012).   
The Constitution of the World Health Organisation (WHO) defines quality of life as “an individual 
purpose-aligned cultural and value system by which a person lives, relative to their aims, hopes, 
living standards and interests” (Post, 2014, p. 168). This is considered to be a detailed concept 
because it incorporates “individuals' physical and psychological health, their degree of 
independence, their social liaisons and how they relate to their surrounding” (Mueser, 2011, p. 
120).   
Nonetheless, when analysing quality of life, it should be kept in mind that this concept is wider 
than the issues of an individual’s health. Brown (1993) cited in McLaren and Mills (2015) and 
Sutton (2015) observes that the perception of quality of life can be based on one of the following 
three points of view from both political and philosophical perspectives:  
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 Good life characteristics can be derived from normative ideals based on religious, 
philosophical or other systems. For example, an individual can be certain that helping other 
people (based on one's religious principles) is the essential element of quality of life; 
 The essence of quality of life lies in meeting the priority needs of the individual. People 
prefer things that enhance the quality of their lives because of scarce resources. Therefore, 
people organise their lives taking into account their resources and personal needs; and 
lastly,  
 Quality of life can also be perceived through the life experience of an individual. If a person 
perceives his or her life as good and desirable, it can be assumed that in her or his case it 
is indeed so. From this point of view, joy, pleasure and satisfaction with life are the core 
criteria for evaluating quality of life.  
 
According to Haas (1999) cited in Ruzevicius (2012), quality of life can be most accurately be 
defined by the following five criteria:  
 Quality of life is the assessment of an individual's current (here and now) life 
circumstances;  
 Quality of life is multifaceted in its essence (content);   
 Quality of life is based on individual values and is variable;  
 Quality of life includes both objective indicators and subjective assessments; and finally,  
 Quality of life can be evaluated most accurately by people who are able to conduct 
subjective self-assessment.  
 
On the other hand, Ruzevicius (2012) notably mentions that quality of life is considered to be a 
construct that encompasses various tiers of the realisation of social welfare, namely:  
 The macro-layer (social layer) which is the social layer that focuses on social conditions 
and prerequisites;  
 The communal layer which is the municipal layer focuses on specific opportunities, the 
infrastructure and the quality of services; and lastly,  
 The individual tier is the actual exploitation of social resources, as well as the assessment 
of subjective opportunities and contentment from the perspective of personal experience.    
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It must be noted that all these layers are interrelated. That is society or community life cannot be 
considered to be that of quality if the experience of the individuals are not positive (Barofsky, 
2014).   
 
3.3 DIMENSIONS OF QUALITY OF LIFE  
 
The four dimensions of quality of life namely: physical health, psychological health, social 
relationships and environmental health will be discussed below.   
3.3.1 Physical Health  
Physical health as described by Dubey (2012, p. 64) includes “pain, discomfort, work capacity, 
dependence on medicinal substances and aids, sleep and rest”. Some studies have demonstrated 
that a small number of physical disorders is particularly high for educators (Jacobson, 2016; 
Schonfeld & Chang, 2017). The reason being that these physical disorders are directly related to 
specific occupational demands when teaching (Schonfeld & Chang, 2017).  
For example, a study on physical stress factors was conducted on 36 government high schools in 
Tshwane North (Gauteng) (Crafford & Viljoen, 2013). A total of 53.9% of these educators reported 
spending more than 50 hours each week on school-related activities, 17.3% spending between 60 
hours and 64 hours, and 9.6% spending more than 74 hours (Crafford & Viljoen, 2013). As a result, 
70.5% of whom felt school-related factors were the most contributing to their physical stress 
(Crafford & Viljoen, 2013). Factors identified as major contributors to this stress were: poor 
behaviour, attitude and lack of discipline of learners, lack of time, large class sizes, and teaching 
an area of learning where educators were not trained (Crafford & Viljoen, 2013).   
It is suggested that individuals need to know what a healthy diet is and what an exercise routine 
looks like in order to develop physical well-being in addition to being able to implement effective 
strategies in their daily lives (Rippe, 2019). When an individual develops his or her physical health, 
not only does the individual feel better, but the newfound health can also help boost emotional 
well-being, and it limits a number of health challenges (Fawson & Hoeger, 2012). In addition, 
developing work-life balance is essential. Work-life balance can be defined as “the level of 
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prioritisation between personal and professional activities in an individual’s life and the level to 
which activities related to their job are present in the home” (Christiana, 2018, p. 365).  
Notably, work-life balance is important because there is belief that educators are unable to achieve 
work-life balance which sends the teaching profession a negative message to the public (Germain, 
2014). This is likely to have an adverse impact on educator recruitment and retention (Germain, 
2014). Some people already avoid the teaching career, or they choose not to stay in teaching, 
because of the working conditions which affects their quality of life (Zheng, 2015). For those who 
remain, this inevitably results in heavier workloads and impaired work-life balance (Zheng, 2015). 
As a result, many of these individuals regret the choices they have made when it is too late to do 
anything about them (Adams, 2013). That is when their health starts deteriorating and their 
families start to realise that not only can they cope without the support of the person who always 
put their job first, they also prefer to have things that way (Adams, 2013).   
3.3.2 Psychological Health   
Psychological Health consists of “negative and positive feelings, body image, self-esteem and 
concentration” (Dubey, 2012, p. 64). A few studies have investigated the symptoms of 
psychological health in educators. It was concluded that how satisfied an educator is with his or 
her self-esteem, possessing a positive outlook towards life, living a meaningful life and job strain, 
affected the dimension of psychological health (Vazi, Ruiter & Van den Borne, 2013; Jacobs, 
2016; Musi, 2014).   
An article entitled, ‘Poor Business Practice to Ignore Employees’ Mental Well-being’ mentions 
that South African educators have high rates of psychological distress and burnout (Bantjes, 2017). 
There is increasing evidence that poor psychological health and workplace stressors can contribute 
to a range of physical illnesses such as hypertension, diabetes, and cardiovascular conditions 
(Bantjes, 2017; Calitz, Roux & Strydom, 2014). In this case, one can do a great deal to promote 
one’s own psychological health such as eating a balanced diet, getting adequate sleep, regular 
exercises, and learning how to manage one’s thoughts, emotions, behaviours, and interactions with 
others (Wallace, 2013).  
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As individuals, one clearly has a role to play with regard to taking care of his or her psychological 
health (Healey & Evans, 2014; Adams, 2013). This requires self-care, self-awareness and 
knowledge about psychological health (Healey & Evans, 2014; Adams, 2013). But, psychological 
health is not just a personal responsibility; it is a collective responsibility by which those in power 
are responsible (Healey & Evans, 2014; Adams, 2013). A school principal, for example, has a 
crucial responsibility in this context to actively create conditions that promote the psychological 
well-being of people (Healey & Evans, 2014).    
3.3.3 Social Relationships   
Social relationships include “personal relationships, social support and sexual activity” (Dubey, 
2012, p. 64). Literature has pointed out that educators who develop strong social relationships will 
definitely sustain successful classroom climates and have satisfaction with their well-being (Mafini 
& Dlodlo, 2014; Jain & Nair; 2013). In addition, personal relationships and social support are 
important to productive learning climates because it allows educators to gain professional 
development and to be content with oneself (Musi, 2014).   
More research have revealed that happier individuals tend to have strong social relationships and 
experience better overall health including fewer physical symptoms (Mccullough, 2015; Weiten, 
Dunn & Hammer, 2016). Additionally, these individuals demonstrate healthier lifestyles which 
can buffer against stressful conditions, and reduce the risk of developing psychological health 
symptoms (Kolehmainen, Tuit & Sinha, 2014; Weiten et al., 2016). Through a review of literature, 
Greenberg & Jennings (2009) found evidence to suggest that the social-emotional skills and overall 
well-being of educators are crucial to maintaining a positive climate in the classroom and 
supporting student-educator relationships.  
Researchers from North Carolina found that it should be as important to encourage adolescents 
and young adults to build broad social relationships and social skills for interacting with others as 
it is to eat healthy and be physically active (Yang, Boen, Gerken, Li, Schorpp & Harris, 2016). 
The more social ties people have at an early age, the better their health is at the beginning and end 
of their lives (Yang et al., 2016). This study of Yang et al. (2016) is the first to definitively link 
social relationships with concrete measures of physical well-being such as abdominal obesity, 
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inflammation, and high blood pressure, all of which can lead to long-term health problems, 
including heart disease, stroke and cancer.   
3.3.4 Environmental Health  
Environmental health includes “financial resources, freedom, home environment, health and social 
care, physical safety, security and the physical environment” (Dubey, 2012, p. 64). A study found 
that educators who were satisfied with indoor environmental quality displayed higher quality 
interactions with students and they were happy within their working environment (Al horr, Arif, 
Katafygiotou & Mazroei, 2016). In contrast, another study showed that educators often find 
themselves in an environment that adversely affects their morale, health, physical safety and well-
being (Ncontsa & Shumba, 2013).  
Many educators around the world choose to leave their home countries once they are qualified 
(Soong, 2015; Oakes, Lipton, Anderson & Stillman, 2015). It is a global phenomenon, and one 
that affects both developed and developing nations, in some positive ways but with negative effects 
especially on the source country, which loses skilled educators to supposedly ‘greener pastures’ 
(Villiers, 2017). It is important for a country like South Africa not to lose its trained educators, 
which has a particular scarcity of mathematics, science, and language educators (Villiers, 2017; 
Savides, 2017).   
A study was conducted on South African final-year Bachelor of Education student educators with 
an aim to understand why these student educators might find working elsewhere more attractive 
(Villiers, 2017). For the most part, pull rather than push factors motivated the students (Villiers, 
2017). Some were concerned about poor working conditions, poor social services, an unsafe 
environment, and high unemployment rates in South Africa (Villiers, 2017). Mostly, participants 
were focused on what other countries had to offer (pull factors) such as salaries, friendly people, 
good environment and opportunities for professional growth (Villiers, 2017).   
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3.4 FACTORS IMPACTING EDUCATOR’S QUALITY OF LIFE  
 
Educators tend to perceive certain features of their career as harmful to their health which has an 
effect on their quality of life (Soong, 2015). In educators, the prevalence of anxiety, hypertension, 
headache, psychosomatic disorders, and cardiovascular diseases are higher than in other 
occupations (Dabiran, Khajehnasiri, Varzdar & Beheshti, 2018; Scheuch, Haufe and Seibt, 2015). 
Numerous studies have demonstrated that excessive stress can have a clear effect on educators’ 
physical and mental health status (Agai–Demjaha, Minov, Stoleski & Zafirova, 2015; Petty, Good 
& Putman, 2016).   
Educators have been reported to have lower quality of life and shorter life expectancy (Dabiran et 
al., 2018; Danilewitz, 2017). The quality of life of educators is vitally important because their 
quality of life not only affects them but also influences the performance of their students and the 
manner in which these educators handle responsibilities in the educational environment (Dabiran 
et al., 2018; Blazar & Kraft, 2016; Akareem & Hossain, 2016). Any problems or deficiencies in 
the educators' quality of life may affect their job performance (Dabiran et al., 2018; Blazar & Kraft, 
2016). Unfortunately, owing to higher occupational stress, educators have been reported to have 
lower quality of life and shorter life expectancy (Dabiran et al., 2018; Chambers, Johnson, Rincon, 
Tsatenawa & Howard, 2019; Danilewitz, 2017). Some educators retire early and some even quit 
their job (Dabiran et al., 2018). Thus, the factors impacting on an educator’s quality of life will 
briefly be discussed below.   
3.4.1 Resilience and Self-Efficacy  
3.4.1.1 Resilience   
Margolis, Hodge and Alexandrou (2014, p. 395) caution that resilience “frequently masquerades 
as a set of coping mechanisms to promote the well-being, when it primarily benefits educational 
institutions at the expense of the individual educator, leading to unsustainable professional 
circumstances”. However, it was disputed by Dunn (2017, p. 532) that resilience is a “positive 
adaption despite adversity”. Dunn (2017) further goes on to explain that this is not that helpful for 
the teaching profession and subsequently outlines five themes in relation to resilience: policies and 
practices, educators’ work, school culture, relationships and educator identity.   
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Dreyer and Damons (2018) stress that education for South African educators should include skills 
to equip educators to navigate the school's dynamic and ever-changing landscape. Training for 
educators should help develop resilience to adversity so that they can also navigate school culture 
in the midst of socio-economic challenges (Dreyer & Damons, 2018; Cornelissen, 2016). Educator 
stress and burnout have become of increasing concern, but in contrast, educator resilience has been 
associated with positive outcomes such as educator quality, enthusiasm and commitment, along 
with positive outcomes for students (Gray, Wilcox & Nordstokke, 2017; Dreyer & Damons, 2018).   
Associate Professor Caroline Mansfield, in Murdoch’s School of Education, had conducted 
research focused on educator resilience and the strategies that enable an educator to maintain 
engagement, commitment and motivation throughout their career which adds to an overall 
satisfaction on the quality of life (Mansfield, Beltman, Broadley & Weatherby-Fell, 2016). 
Professor Mansfield’s work has underpinned the development of the BRiTE program, an online 
resource for pre-service and practicing educators (Mansfield et al., 2016).   
The programme helps users build awareness of skills and practices that will make their teaching 
career more resilient (Mansfield et al., 2016). This programme contains five online interactive 
personalised learning modules addressing building resilience, relationships, emotion, well-being 
and taking initiative (Mansfield et al., 2016). Participants can take quizzes throughout each 
module, learn skills and strategies, view videos, apply skills to realistic situations, learn from 
experts and build their own personal toolkit for resilience (Mansfield et al., 2016).   
3.4.1.2 Self-efficacy   
Educator self-efficacy involves educators’ self-judgments about their ability to affect student 
outcomes, especially for those students who appear unmotivated or difficult to teach (Ross, Romer 
& Horner, 2012). Therefore, educators with high self-efficacy feel that even in the face of 
challenging contexts, they can be effective with students (Mosoge, Challens & Xaba, 2018; 
Thomas, 2017).  In other words, self-efficacy of educators involves not only personal skills, but 
also how contextual factors such as resources affect teaching and support for students (Milatz, 
Luftenegger, & Schober, 2015; Murphy & Louis, 2018; Wosnitza, Peixoto, Beltman & Mansfield; 
2018).   
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For example, if educators' efforts to effectively manage their students' learning environment are 
not supported by the school context, this can result in lower student academic engagement and 
more problem behaviours (O’Brennan, Bradshaw & Furlong, 2014). On the other hand, 
“educators’ sense of self-efficacy has been found to positively relate to educators’ instructional 
behaviour and student outcomes” (Ross et al., 2012, p. 2).  
A study by Grenville-Cleave and Boniwell (2012) revealed that control and well-being perceived 
by educators was significantly lower than that of non-educators. Four themes related to control 
were identified, including autonomy, authenticity, connection to others and resilience (Grenville-
Cleave & Boniwell, 2012). Given the fast pace of the United Kingdom education reform in recent 
years, the authors concluded that, “at least some of the basic psychological needs of educators are 
not currently being met, in particular their need for autonomy, relatedness and competence” 
(Grenville-Cleave & Boniwell, 2012, p. 5). Resultantly, this has impact on educator self-efficacy.  
It appears that for many educators, climate change education in South Africa is ‘new’ knowledge, 
primarily because educators have not received much training in this regard (Raath & Hay, 2016; 
Petersen, 2017; Nel et al., 2016). Many studies have consistently associated a strong sense of self-
efficacy in educators with positive teaching behaviours and learner outcomes (Raat & Hay, 2016; 
Mojavezi & Tamiz, 2012). A study was conducted on Rustenburg (South Africa) educators to find 
the differences among educators regarding their self-efficacy and how this relates to their 
confidence and commitment to integrate climate change in their teaching practice (Raath & Hay, 
2016). The findings revealed that educators with higher self-efficacy beliefs were more willing 
and resilient to participate in a climate change project (Raath & Hay, 2016).   
3.4.2 Emotional Intelligence   
Social and emotional learning is a well-researched field which aims to “equip individuals with the 
social and emotional skills, knowledge and dispositions to operate and contribute productively to 
the educational setting and broader societal context” (McCallum & Price, 2016, p. 12). It is known 
that teaching is a profession of high occupational stress and emotional labour, which can 
potentially lead to job dissatisfaction, mental health problems, and educator turnover (Vesely, 
Saklofske & Leschied, 2013; De Witt & Lessing, 2013).   
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As a result, “emotional intelligence encompasses an array of emotional competencies that facilitate 
the identification, processing, and regulation of emotion and may enhance successful stress 
management, as well as augmentation of educator well-being and classroom performance” (Vesely 
et al., 2013, p. 81). Research by Vesely et al. (2013) drew on the notion that emotional intelligence 
can be developed through training that suggests a positive impact on the quality of life variables.   
The consequences of highly-stressed educators ultimately led the South African government to 
admit they face a shortage of skilled educators (Marais, 2016; Agai–Demjaha et al., 2015). 
Therefore, promoting the well-being of educators, is crucial. To reduce the occurrence and 
consequences of stress in the workplace, there is a need to invest in educator well-being (Goetzel, 
Roemer, Holingue, Fallin, McCleary & Eaton, 2018; Stroud, Walker, Davis & Irwin, 2015; 
Ekwulugo, 2015). There is increasing recognition of the central role that emotions play in the stress 
process (Tyng et al., 2017). It is said that if an individual perceives the situation as negative or 
stressful, then the individual will experience stress and strain (Lawrence, 2016). For this reason, 
emotional intelligence has resulted in a new focus on the workplace role of emotions (Pizzo, 
O’Rourk, Greene & Zigler, 2017).   
3.4.3 Personal Responses to Educators’ Work: Burnout, Fatigue, Exhaustion and Stress  
A plethora of studies have found that one of the most stressful professions is teaching (De Nobile, 
2016; Empse, Pendergast, Segool, Saeki & Ryan, 2016). The study by Curry and O'Brien (2012) 
summarises the sentiments of these problems and reinforces the fact that educators face both work-
related and institutional stress factors on a daily basis. In the research, some common educational 
stressors identified were: 
 Increasingly bureaucratic schools and school systems;   
 Greater demands in the form of heavy service delivery with fewer resources;  
 Expectations on educators to manage difficult behaviour among students, including 
misconduct, violence, and lack of motivation for students;  
 A lack of time for planning;  
 Increased emphasis on effective accountability measures; and lastly,  
 Educators’ exclusion from policy-making procedures (Curry & O’Brien, 2012).  
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Educators and school systems have also been affected by global stressors. Examples include 
terrorist attacks, natural disasters, growing disparity in socio-economic strata, changing population 
demographics, and legal or federal policy mandates that influence student life and teaching 
protocol in the classroom (Curry & O’Brien, 2012). Therefore, “political, social, and systemic 
changes may also contribute to increased levels of stress experienced by educators in and out of 
work” (Curry & O’Brien, 2012, p. 179).  
Curry and O'Brien (2012) declared that if not addressed, the stress experienced by educators could 
lead to a possible burnout. Butler and Constantine (2005) cited in Curry and O’Brien (2012,  p. 55) 
mentioned that burnout “is characterised by emotional fatigue, disengagement, irritability, and 
apathy resulting from the work environment”. Furthermore, according to Maslach and Leiter 
(1997) cited in Tong (2014, p. 300), burnout is the “index of the dislocation between what people 
are and what they have to do as it represents an erosion in values, dignity, spirit, and will”. Similar 
findings were identified by other studies (Bermejo-Toro, Prieto-Ursua & Hernandez, 2016). 
Evidence suggests that stress and burnout in the teaching profession contribute to a high attrition 
rate (Curry & O’Brien, 2012).  
Kidger, Brockman, Tilling, Campbell, Ford, Araya, King and Gunnell’s (2016, p. 76) study noted 
that “teaching professionals have a higher prevalence of self- reported stress, anxiety and distress 
caused or made worse by work”. The paper examined self-reported (mental) well-being, 
depression, and related risk factors among United Kingdom high school educators (Kidger et al., 
2016). Kidger et al. (2016) noted that while previous studies included mental disorder measures, 
mental well-being measures had not been included. As a result, the study examined factors related 
to poor well-being and high depression among educators at an individual and school level (Kidger 
et al., 2016).   
The analysis suggested that educators are at risk of poor mental health and more than twice as 
many of the sample educators had moderate to severe depressive symptoms as compared to reports 
from general working populations in Germany and the United States (Kidger et al., 2016). Kidger 
et al. (2016, p. 81) concluded: “feeling stressed or dissatisfied at work is associated with poorer 
well-being and higher depressive symptoms among educators”.   
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Thus, “fatigue generated by unaudited human resource expectations eventually creates serious 
well-being issues among educators” (Kidger et al., 2016, p. 81). This then affects workload 
pressures in the form of demands for improved outcomes to support the policy initiative increase 
(Kidger et al., 2016). While many educators may appear to be coping, “some educators just reach 
a point where they no longer can deal with the pressure, and therefore the quality of their working 
experience spirals downwards” (Fetherston & Lummis, 2012, p. 12).  
3.4.4 Relational Factors   
Relational factors were identified in literature as inhibiting the well-being of educators included 
student misconduct, parental issues, lack of management and leadership support, and challenging 
situations with colleagues (Collie & Shapka, 2015). Ross et al. (2012) reported high levels of 
accountability in school contexts among educators. Citing the research, Ross et al. (2012, p. 1) 
noted that educators experience a “multitude of stressors ranging from student discipline problems 
to poor working conditions and lack of emotional support - all of which have been linked to 
educator burnout and in many cases, educator turnover”. Therefore, negative judgments of 
educators on student behaviour and other teaching tasks can contribute to the repeated experiences 
of unpleasant emotions of educators, eventually leading to burnout.  
Positive relationships with students, parents, colleagues, and leadership, on the other hand, can 
have an affirmative impact on the sense of well-being of educators and this is an area worth further 
researching (Gablinske, 2014). Indeed, a positive sense of well-being contributes to job satisfaction 
and productivity, and most importantly, the positive influence of educators on the well-being and 
academic achievement of their students (Bucker, Nuraydin & Simonsmeier, 2018; McCallum & 
Price, 2016). A study by Spilt, Koomen and Thijs (2011) focused on how relationships between 
educators and children have a positive impact on educators' personal and professional well-being. 
It must be noted that more research is needed in this area (Spilt et al., 2011).  
Citing what research has been done, Spilt et al. (2011, p. 458) noted that the “interpersonal 
relationships between educators and students have been largely ignored as a factor of significance 
to educator well-being”. The work of Spilt et al. (2011, p. 457) was based on theories of 
interpersonal relationships and they suggested that “educators have a basic need for relatedness 
with the students in their class”. The article discussed that educators internalise experiences with 
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students in representational models of relationships that guide emotional responses in daily 
interactions with students’ thus changing educator well-being in the long run (Spilt et al., 2011).   
 
3.5 ROLE OF EDUCATORS IN THE 21ST CENTURY   
 
The needs of the classroom of the 21st century are very different from those of the 20th century as 
the 21st century educators are more technologically savvy and are now facilitators of student 
learning by creating a positive classroom environment (Sardar, 2018; Nola, 2019). The roles of 
21st century educators are as follows: 
 The Controller: The educator is in complete charge of the class;  
 The Prompter: The educator encourages students to participate by discreetly nudging;   
 The Resourcer: The educator is like a walking resource centre ever ready to offer help, for 
example providing students with digital content like youtube tutorials, or eBooks;  
 The Assessor: The educator organises feedback and correction sessions;   
 The Organiser: The success of many activities depend on good organisation;  
 The Innovator: Educators creating learning materials that are entertaining;  
 The Participant: This is when educators take part in class activities; and finally,  
 The Tutor: The educator acts as a coach when students are involved in a project or a self-
study (Sardar, 2018; Nola, 2019).  
 
3.6 THEORETICAL FRAMEWORK: QUALITY OF LIFE  
 
In addition to psychological and sociological understandings of its character and influences, this 
theoretical framework will be briefly highlighted with the following theories: Sen's Capability 
Approach (1985), which elaborates the resource context impacting quality of life; Ryan and Deci's 
Self‐determination Theory (2000), which describes person‐context interactions that is important 
to personally valued quality of life and finally Maslow's Hierarchy of Needs (1943) which 
describes different level of needs that lead to an enhanced quality of life.  
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3.6.1 Maslow’s Hierarchy of Needs (1943)  
Maslow (1943) started to work in the discipline of motivation and personality in the middle of the 
1950s and improved his theory to establish the Hierarchy of Needs over the following fifteen years 
(Bridgman, Cummings & Ballard, 2019). While Maslow (1943) himself did not refer to his work 
in terms of quality of life, it is evident that by fulfilling the individual needs identified, individuals 
would gain an improvement in their quality of life (Alborz, 2017).   
As a result, Maslow (1943) related motivations in his work that drove individuals to act in 
accordance with their personality (Raue, Streicher & Lermer, 2019). In describing the prompts that 
are motivating, Maslow (1943) organised them within a hierarchical structure (Raue et al., 2019). 
Thereafter, Maslow (1943) proposed five levels to what he calls a ‘positive theory of motivation’, 
in a determined move away from the predominant deficit models of human experience and 
psychology that was common in the first half of the 20th century (Alborz, 2017; Compton, 2018).   
The more the basic need was taken into consideration, the more likely it was to be addressed by 
taking the necessary actions to satisfy it, as suggested by Maslow (1943) (Alborz, 2017). In other 
words, the actions of an individual are driven by the conditions in which the individual discovers 
himself; therefore the more the basic needs were satisfied, the better it would be for the 
psychological health of the individual (Alboraz, 2017). Within a hierarchy, Maslow (1943) 
described human needs by beginning with the most fundamental and ending with the highest as 
outlined below (Raue et al., 2019; Alboraz, 2017):    
 3.6.1.1 Physiological needs   
Physiological needs such as “breathing, food, drink, sleep, sensual relationships and excretion are 
largely a biological and physical requirement” (Parrouty, 2019, p. 43). When these needs are not 
fulfilled, people become preoccupied with filling those needs above all other needs (Raue et al., 
2019). For example, in search of food, hungry people in a war zone may be unaware of danger 
(Taormina & Gao, 2013).   
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3.6.1.2 Safety needs  
Once the basic needs have been met, other needs will invariably arise. Safety needs come after the 
physiological needs in Maslow's Hierarchy of Needs (1943) (Plotnik & Kouyoumdjian, 2013). 
Maslow (1943) used the term ‘safety’ to mean more than just physical safety; as a result economic, 
social, vocational and psychological security all fall underneath this second tier of human needs 
(Plotnik & Kouyoumdjian, 2013).   
While safety needs are less immediate or demanding than physiological needs, for example, if an 
individual loses his or her job, family, home, life savings, and health insurance, the individual is 
likely to feel terribly unsafe and unprotected (Plotnik & Kouyoumdjian, 2013). Fulfilling the safety 
needs might be likened to providing a bumper or airbags on a car; while you do not always need 
them, having them gives you some confidence that you can face minor ‘bumps and bruises’ along 
the road (Plotnik & Kouyoumdjian, 2013).   
3.6.1.3 Belongingness and love needs  
As social beings, through the ups and downs of life; family, friendships and intimate connections 
attract many people (Plotnik & Kouyoumdjian, 2013). Numerous studies have displayed that the 
healthiest and happiest individuals tend to be more involved in their communities (Milofsky & 
Cnaan, 2018; Compton & Hoffman, 2019). While it is unclear whether one causes the other, there 
is a sense that having broader social connections and relationships is an important part of being 
happy (Milofsky & Cnaan, 2018; Compton & Hoffman, 2019). Lack of interactions, human 
relationships and sense of belonging can lead to depression or loneliness, while love and 
community abundance often sustain people through difficult times (Milofsky & Cnaan, 2018; 
Compton & Hoffman, 2019).  
3.6.1.4 Esteem needs  
Maslow (1943) felt that love and esteem were clearly distinguished (Raue et al., 2019). Thus, 
Maslow (1943) felt that the ability to feel self-esteem and personal uniqueness stemmed from 
being loved by distinguished families and communities (Raue et al., 2019). As individuals, for our 
unique talents and capabilities, we naturally want to excel or be exceptional (Raue et al., 2019). 
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Once an individual has some measure of self-esteem and trust, the individual gains psychological 
freedom to be creative, grow and to be generous to others (Shima, 2018; Raue et al., 2019).   
3.6.1.5 Self-actualisation needs  
Maslow (1943) studied happy people in order to determine what made them happy or self-
actualised (Shima, 2018; Compton, 2018). Hence, Maslow (1943) refers to peak experiences as 
the experience of happiness whereby self-actualised people tend to experience a steadier, grounded 
sense of well-being and satisfaction with life (Shima, 2018; Compton, 2018). Self-actualising 
people according to Maslow (1943) perceive reality accurately as they have a sense of awe, wonder 
and gratitude about life (Shima, 2018). These people are not self-centred and deficiency-centred; 
but rather problem-centred as they focus on how to improve (Shima, 2018). In addition, these 
people are “independent thinkers and are not overly influenced by the general culture as a result, 
their sense of humour is not sarcastic or hurtful but rather life-affirming with a philosophical sense 
of humour” (Shima, 2018, p. 28).  
While Maslow (1943) argues that the Hierarchy of Needs is not a fixed order because motivations 
for most people initially focus on the most basic levels of need and once they are satisfied, the 
person shifts focus (consciously or unconsciously) to higher-level needs (Shima, 2018; Raue et al., 
2019). It was also noted by Maslow (1943) that exceptions to this, for instance “the ‘starving artist 
in the garret’ who is so transfixed by expressing talent that the individual overlooks the needs for 
adequate nutrition or sleep; therefore where a person gives up their job to save their self-respect 
but consequently loses their income, puts themselves at risk of hunger or losing of their shelter” 
(Alborz, 2018, p. 6).   
Maslow (1943) thus acknowledges that the Hierarchy of Needs will be context-dependent in terms 
of ‘a list’ (Shima, 2018; Raue et al., 2019). For the quality of life of an individual, the ‘needs’ are 
interconnected and in the same way are important; therefore, the Hierarchy of Needs Theory 
(1943) was influential in the development of the quality of life model, but its hierarchical structure 
was not supported (Shima, 2018; Raue et al., 2019). It does, however, offer a comprehensive and 
theoretically driven structure to investigate the quality of life for any individual (Alborz, 2017).   
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3.6.2 Sen’s Capability Approach (1985)  
Another major contribution in the field of quality of life was the work of Sen and colleagues on 
the Capability Approach (Hart & Brando, 2018; Robeyns, 2018). The driving force behind the 
approach is the “assessment of quality of life, and judgments on equality or justice, or the extent 
to which communities or countries develop towards acceptable quality of life for different 
populations; hence its primary focus is on the effective opportunities people have to lead a life 
they value” (Hart & Brando, 2018, p. 61). To this end, the capability approach is concerned more 
with the social and environmental conditions that facilitate quality of life than with individual 
experiences (White, Imperiale & Perera, 2016).   
3.6.3 Ryan and Deci's Self‐Determination Theory (2000)  
Self-determination is a concept that underlies the selection and control aspects of one's life (Ryan 
& Deci, 2012). Ryan and Deci (2000) differentiate between both the motivations of people to act 
that is to arise from their own interests and those that stem from external pressures (Grand & New, 
2015; Gagne, 2014). As a result, Ryan & Deci (2000) suggested several kinds of motivation with 
particular effects on, “learning, performance, personal experience, and well-being” (Mazenreiter 
& Holthus, 2017, p. 126). 
 
3.7 CONCLUSION  
  
This chapter has reviewed existing literature regarding the quality of life which focused on its 
theoretical background. Thereafter, it went on to discuss the dimensions of quality of life namely, 
physical health, psychological health, social relationships and environmental health. This was then 
followed by examining factors impacting on educator’s quality of life which showcases how each 
factor has a ripple effect on the overall quality of life. Lastly, Maslow’s Hierarchy of Needs (1943), 
Sens Capability Approach (1985) and Ryan and Deci’s Self-Determination Theory (2000) was 
outlined. It can be concluded that increased levels of quality of life will result in enhanced 
performance and productivity. Additionally, educators who find value in their activities will thus 
obtain a meaningful life. The next chapter presents the research methodology that has been utilised 
in relation to the objectives and hypotheses in the study.  
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CHAPTER FOUR: RESEARCH METHODOLOGY 
 
4.1 INTRODUCTION  
 
This chapter presents a description of the methodology and research design that is employed in 
this study. The research design is followed by the research strategy that has been implemented. 
The population target and sample size are mentioned followed by sample design and reasons for 
utilising that specific sample design. In addition, the data collection method is discussed together 
with the structure of the research instrument and its validity and reliability. Furthermore, data 
analysis is explained with the focus on data preparation, descriptive and inferential statistics. 
Lastly, ethical considerations have been outlined to ensure that respondents are well protected 
during this study.  
 
4.2 OBJECTIVES  
 
 To understand the level of emotional intelligence of educators in the Pinetown District 
(with particular reference to the Reservoir Hills precinct).  
 To understand the level of the quality of life of educators in the Pinetown District (with 
particular reference to the Reservoir Hills precinct).  
 To examine the relationship between emotional intelligence and the quality of life of 
educators in the Pinetown District (with particular reference to the Reservoir Hills 
precinct).  
 To establish if there is a significant difference in the perception of educators on each 
biographical variable (gender, age, race, marital status, education, number of years in the 
teaching profession, level currently teaching, and employment status) on the quality of life 
and emotional intelligence of educators.  
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4.3 HYPOTHESES  
 
 There is a significant relationship between emotional intelligence and quality of life of 
educators in the Pinetown District (Reservoir Hills). 
 There is a significant difference in the perceptions of employees differing on each of the 
biographical variables (gender, age, race, marital status, education, number of years in the 
teaching profession, level currently teaching, and employment status) on the quality of life 
and emotional intelligence of educators respectively. 
 
4.4 RESEARCH DESIGN  
 
According to Sekaran and Bougie (2016, p. 95) a research design is a “blueprint or plan for the 
collection, measurement, and analysis of data, created to answer your research questions”. 
Creswell (2013, p. 3) explains that “research designs are plans and procedures for research that 
span the decisions from broad assumptions to detailed methods of data collection and analysis”. 
Therefore, it can be concluded that research design is an outline that guides the study to generate 
data for the study which will be discussed in this section. 
 
4.5 RESEARCH APPROACH 
 
Previously, several researchers and authors had drawn the boundaries between the two research 
approaches, namely qualitative and quantitative (Aspers & Corte, 2019; Belohlavek & Klir, 2017). 
Qualitative research is an “inductive method of reconnoitering the experiences of human beings 
towards social phenomena to discover the essence of such occurrences” (Creswell, 2013, p. 4). 
Rahman (2017) advocates that qualitative research stresses the significance of words rather than 
quantification in the collection and analysis of data.  
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However, on the other hand quantitative research is a “deductivist, objectivist, and positivist’ 
method of research that involves numbers and quantification in collecting and analysing data” 
(Bryman, 2012, p. 715). In addition, Aspers and Corte (2019) argue that quantitative research seeks 
to establish facts, make predictions, and test hypotheses that have already been stated, hence this 
is the most useful method in gathering measurable information that can be tracked over time.  
Choy (2014) found that qualitative and quantitative research methodologies are not perfect; 
therefore a comparison of outcomes can be a way to elucidate its constraints and biases for both 
research methods. Mixed methods hence emerged to incorporate qualitative and quantitative 
research into a single project (Bryman, 2012). As illustrated in Table 4.1 below, there are a variety 
of methods and techniques utilised for both qualitative and quantitative research.  
Table 4.1: Features of Qualitative and Quantitative Research  
 
Point of Comparison Qualitative Research Quantitative Research 
Focus of Research Quality (nature and essence) Quantity (how much, how many) 
Philosophical Roots Phenomenology and symbolic 
interaction 
Positivism and logical empiricism 
Associated Phrases Fieldwork, ethnographic, grounded, 
subjective 
Experimental, empirical, statistical 
Goal of Investigation Understanding, description, 
hypothesis generating 
Prediction, control, description, 
confirmation, hypothesis testing 
Design Characteristics Flexible and emergent Predetermined and structured 
Setting Natural and familiar Unfamiliar and artificial 
Sample Small, non-random and theoretical Large, random and representative 
Data Collection Research as primary instrument, 
interviews and observations 
Inanimate instruments (scales, tests, 
surveys, questionnaires, computers) 
Mode of Analysis Inductive (by research) Deductive (by statistical methods) 
Findings Comprehensive, holistic and 
expansive 
Precise, narrow and reductionist 
Source: Donnell, F. (2011). Corporate social responsibility and Shell in Ireland (1st edition). 
Newcastle upon Tyne: Cambridge Scholars Publication, page 34.  
 
This study utilised a quantitative approach with the reason being that it helps to determine if the 
given insights were authentic by providing the study with evidence to test the relationship between 
emotional intelligence and quality of life (Sekaran & Bougie, 2016). It will also allow for the study 
to quantify attitudes, opinions, behaviours, and other defined variables within the population as it 
focuses on facts or reasons for social events (Flachea, Masa & Feliciania, 2017; Elliot, 
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Fairweather, Olsen & Pampaka, 2016). The advantages of quantitative research is outlined as 
follows:  
 It allows for a comprehensive study consisting of a larger number of subjects, thus enhacing 
result generalisation (Rahman, 2017; Sekaran & Bougie, 2016); 
 Given that quantitative methods are usually intended to provide summaries of information 
supporting generalisations of the phenomenon being studied, greater objectivity and 
precision of outcomes are allowed (Savela, 2017, Sekaran & Bougie, 2016). Quantitative 
research generally includes few variables to achieve this, and in many instances its 
prescribed processes guarantee validity and reliability (Mohajan, 2017; Sekaran & Bougie, 
2016);  
 Using standards implies replicating the study, thereafter analysing and comparing it with 
similar studies (Mohajan, 2017). Kruger (2003) cited in Akaninyene and Obot (2014) 
confirm that quantitative methods enable us to summarise vast information sources and 
enable categorisation and over time comparisons. Hence, this confirms that it is faster and 
easier to analyse quantitative data; 
 Quantitative research adopts structured procedures and formal instruments for data 
collection (Nelson, 2016; Almeida, Faria & Queiros, 2017). As a result, the data is collected 
objectively and systematically, therefore providing a logical and critical approach 
(Almeida et al., 2017);  
 Personal bias can be prevented by researchers maintaining a ‘distance’ from participating 
subjects and employing subjects unknown to them (Teitcher, Bockting & Klitzman, 2015); 
and lastly,  
 The relationship between the independent and dependent variable is studied in detail, which 
is advantageous because this study is more objective about the findings of the research 
(Sekaran & Bougie, 2016). Quantitative research is therefore results orientated.  
 
 
 
 
 
 
61 
 
4.6 RESEARCH STRATEGY  
 
The research strategy adopted for this study is a survey research approach. Survey research is a 
method for gathering information from or about individuals to identify, distinguish, or explain 
their understanding, perceptions, and behaviours (Sekaran & Bougie, 2016). Check and Schutt 
(2012, p. 12) describe survey research as “gathering information from a sample of people by 
responding to questions”. This type of study therefore enables a range of techniques for recruiting 
respondents, collecting information, and utilising different instrumentation techniques (Ponto, 
2015).  
Survey research can apply quantitative research strategies (for example, utilising questionnaires 
with numerically rated items), qualitative research strategies (for example, utilising open-ended 
questions), or both strategies (such as mixed methods) (Ponto, 2015; Wium & Louw, 2018). 
Historically, this study approach has included a large collection of population-based information 
(Ponto, 2015). The primary purpose of this type of survey research was to attain information 
relatively fast by describing the characteristics of a large sample of interested individuals (Ponto, 
2015). According to Ponto (2015) significant examples are large-scale census surveys that obtain 
data reflecting demographic and personal traits and customer feedback surveys. These surveys 
were often given by mail to describe individual demographic features or acquire views on which 
to base programmes or products for a population or group (Ponto, 2015). 
Recently, survey research has evolved into a rigorous study strategy, with scientifically tested 
methods detailing who to include (representative sample), what and how to distribute (survey 
method), and when to start the survey and follow-up with non-responders (reducing non-response 
error) in order to guarantee a high-quality study method and outcome (Sekaran & Bougie, 2016). 
Currently the term ‘survey’ can reflect a “range of research aims, sampling and recruitment 
strategies, data collection instruments, and methods of survey administration” (Ponto, 2015, p. 3).  
Given this range of options in conducting survey research, it is imperative for survey research 
participants to understand the potential for bias in survey research as well as the tested bias 
reduction techniques to draw appropriate conclusions about the reported information in this 
manner (Sekaran & Bougie, 2016). Common types of error in research, together with sources of 
error and strategies for reducing error are outlined in Table 4.2 below: 
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Table 4.2: Sources of Error in Survey Research and Strategies to Reduce Error  
 
Type of Error Source of Error Strategies to Resource Error 
Coverage Error Unknown or zero chance of 
individuals in the population being 
included in the sample 
Multimode design 
Sampling Error Individuals included in the sample do 
not represent the characteristics of the 
population 
Clearly identified population of 
interest, diverse participant recruitment 
strategies; large and random sample 
Measurement Error Questions/instruments do not 
accurately reflect the topic of interest; 
questionnaires/interviews do not evoke 
truthful answers 
Valid, reliable instruments; pretest 
questions; user-friendly graphics and 
visual characteristics 
Non-response Error Lack of response from all individuals 
in sample 
User-friendly survey design and 
follow-up procedures for non-
responders 
                                                                                                                                                              
Source: Blair, J., and Czaja, R. (2014). Designing surveys (3rd edition). Los Angeles: SAGE, 
page 12. 
 
This research strategy is best suited for this study because: 
 It is cost-effective and has an efficient way of collecting information about the population 
in question (Sekaran & Bougie, 2016); 
 Data can be collected from a large number of respondents (Sekaran & Bougie, 2016). 
Generally, the greater the amount of participants (that is, the larger the sample size), the 
more precise the data obtained from the study will be, thus allowing versatility (Sekaran & 
Bougie, 2016); 
 Sampling using probability techniques to select prospective survey participants make it 
possible to assess a population's features (for example: socio-demographics, attitudes, 
behaviours, opinions, skills, preferences and values) without gathering information from 
all population members (Sekaran & Bougie, 2016); and finally, 
 Depending on the population and type of information sought “survey research can be 
administered in-person or remotely via telephone, mail, online and mobile devices” 
(Szolnoki & Hoffmann, 2013, p. 3). As a result, it tends to be a reliable method of inquiry. 
This is because surveys are standardised in that the same questions, phrased in exactly the 
same way, are posed to participants (Sekaran & Bougie, 2016).  
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4.7 STUDY SITE  
 
The KwaZulu-Natal Department of Education has 12 district offices (KwaZulu-Natal Department 
of Education, 2012). This study will be focusing on the Pinetown District, with particular reference 
to schools in Reservoir Hills. The justification for choosing Reservoir Hills are as follows: 
 Schools within the Reservoir Hills area are of close proximity. Therefore, one can interpret 
if all educators have the similar perceptions within this area.  
 Schools in this area have a mixed variation such as primary, secondary and special needs. 
This will allow the study to gauge an understanding on the different types of skilled 
educators with the drawing up of specific strategies with this type of variation.   
  There has been no research conducted on this area.  
 Schools in Reservoir hills belonged to the ex-House of Delegate schools (with the 
predominant race being Indians). Post 1994 however, has seen a change in demographics 
in predominantly ‘Indian’ schools. This therefore prompted the study to choose schools 
within the designated precinct.  
 
As seen in Table 4.3 below, the Pinetown District has three Circuit Management Centres (CMC). 
CMCs are sub-offices of a district (Reddy, 2018). Under each CMC, there are circuits which are 
known as areas (Reddy, 2018). These areas make up the different schools within the given 
geographical zone (Reddy, 2018). According to Reddy (2018), schools are classified according to 
the municipal boundaries because of the demarcation board. Therefore, the demarcation board 
demarcates district boundaries, thus within the district municipalities are schools (Reddy, 2018). 
As a result, Reservoir Hills falls within the Durban North-West Circuit Management with its circuit 
being Kranskloof (Reddy, 2018).  
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Table 4.3: Pinetown District Circuit Management Centres 
 
Pinetown District 
Circuit Management Centres (CMS) Circuits Number of Schools  
Durban North-West Circuit Management 
1. Kranskloof 35 
2. Kwa-Mashu 29 
3. Malandela 27 
4. Ntuzuma 28 
5. Westville 28 
Mafukuzela-Ghandi Circuit Management 
1. Inanda Central 31 
2. Inanda North 33 
3. Phoenix Central 29 
4. Phoenix North 27 
5. Tongaat 34 
6. Verulam 45 
Umhlathuzana Circuit Management 
1. Inchanga 37 
2. Kwasanti 29 
3. Mngeni Valley 28 
4. Molweni 35 
5. Mpumalanga 35 
6. Ndengezi 34 
 
Source: KwaZulu-Natal Department of Education: Organisational Structure (2012). Durban: 
KwaZulu-Natal Department of Education, page 18. 
 
4.8 TARGET POPULATION  
 
Target population can be described as a group of people in which study findings are generalised 
(Sekaran & Bougie, 2016). The target population in this study are school educators from the 
geographic location of Reservoir Hills in the Pinetown District of Durban. Table 4.4 illustrates six 
schools within the Reservoir Hills suburb that comprise three primary schools, two secondary 
schools and one special needs school. 
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Table 4.4: Durban North West CMC  
 
 
Source: Reddy, R. (2018). Structure of the Pinetown District [Personal Interview]. Reservoir 
Hills. 
 
CMC CIRCUIT INSTITUTION NAME TYPE
DURBAN NORTHWEST KRANSKLOOF BUHLEBEMFUNDO SECONDARY Secondary
DURBAN NORTHWEST KRANSKLOOF CHRISTIANENBURG PRIMARY Primary
DURBAN NORTHWEST KRANSKLOOF CLERMONT PUBLIC PRIMARY Primary
DURBAN NORTHWEST KRANSKLOOF CLERNAVILLE PRIMARY SCHOOL Primary
DURBAN NORTHWEST KRANSKLOOF DR A.D.LAZARUS SECONDARY Secondary
DURBAN NORTHWEST KRANSKLOOF DURWEST PRIMARY SCHOOL Primary
DURBAN NORTHWEST KRANSKLOOF EKUJABULENI P.P. SCHOOL Primary
DURBAN NORTHWEST KRANSKLOOF ERIC MTSHALI SECONDARY Secondary
DURBAN NORTHWEST KRANSKLOOF ETSHELIHLE PUBLIC PRIMARY Primary
DURBAN NORTHWEST KRANSKLOOF ILANGA SECONDARY SCHOOL Secondary
DURBAN NORTHWEST KRANSKLOOF KAINON PRIMARY SCHOOL Primary
DURBAN NORTHWEST KRANSKLOOF KHULUGQAME PUBLIC PRIMARY Primary
DURBAN NORTHWEST KRANSKLOOF KRANSKLOOF  PRIMARY SCHOOL Primary
DURBAN NORTHWEST KRANSKLOOF LYNDHURST PRIMARY SCHOOL Primary
DURBAN NORTHWEST KRANSKLOOF MCOPHELELI PRIMARY SCHOOL Primary
DURBAN NORTHWEST KRANSKLOOF MZWAMANDLA KHANYILE Primary
DURBAN NORTHWEST KRANSKLOOF NEW GERMANY PRIMARY Primary
DURBAN NORTHWEST KRANSKLOOF PALMIET PRIMARY SCHOOL Primary
DURBAN NORTHWEST KRANSKLOOF PEMARY RIDGE PRIMARY Primary
DURBAN NORTHWEST KRANSKLOOF PHEPHILE PRIMARY SCHOOL Primary
DURBAN NORTHWEST KRANSKLOOF PITLOCHRY SENIOR PRIMARY Primary
DURBAN NORTHWEST KRANSKLOOF RESERVOIR HILLS SECONDARY Secondary
DURBAN NORTHWEST KRANSKLOOF RESMOUNT PRIMARY SCHOOLS Primary
DURBAN NORTHWEST KRANSKLOOF RP MOODLEY Special Needs 
DURBAN NORTHWEST KRANSKLOOF S. M. JHAVARY PRIMARY Primary
DURBAN NORTHWEST KRANSKLOOF SITHENGILE SECONDARY Secondary
DURBAN NORTHWEST KRANSKLOOF SITHOKOZILE SECONDARY Secondary
DURBAN NORTHWEST KRANSKLOOF STAR COLLEGE Combined
DURBAN NORTHWEST KRANSKLOOF UDUMO PRIMARY SCHOOL Primary
DURBAN NORTHWEST KRANSKLOOF UMQHELE SECONDARY SCHOOL Secondary
DURBAN NORTHWEST KRANSKLOOF VEZAMAFA PUBLIC PRIMARY Primary
DURBAN NORTHWEST KRANSKLOOF WYEBANK PRIMARY SCHOOL Primary
DURBAN NORTHWEST KRANSKLOOF WYEBANK SECONDARY Secondary
DURBAN NORTHWEST KRANSKLOOF ZAKHELE PRIMARY SCHOOL Primary
DURBAN NORTHWEST KRANSKLOOF ZIPHATHELE HIGH SCHOOL Secondary
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4.9 SAMPLE SIZE 
 
Sample size is the actual amount of participants selected to depict the features of the population as 
a sample (Sekaran & Bougie, 2016). Due to the total population size of educators being 154, an 
adequate sample size of 108 will be utilised for this study as this will be a representation of the 
population (Sekaran & Bougie, 2016). Table 4.5 illustrates the population break down.  
 
Table 4.5: Total Population Size 
 
School Name Permanent Educators Part-Time Educators   
Dr. A.D Lazarus Secondary 
28 8   
Durwest Primary 
29 3   
Pemary Ridge Primary 
9 1   
Reservoir Hills Secondary 
19 7   
Resmount Primary 
24 4   
R.P Moodley School Special Needs 
22 0   
Total Population 131 23 154 
 
4.10 THE SAMPLE DESIGN 
 
The sampling technique used in this study was probability sampling whereby elements in the 
population have a known, non-zero chance of being selected as subjects in the sample (Sekaran & 
Bougie, 2016). Participants, therefore, have an equal chance of being selected in this study; and 
the study can randomly select participants without missing entire portions of the population 
(Wildemuth, 2016; Mellinger & Hanson, 2016).  
Therefore, the sample design adopted for this study was simple random sampling where each 
member within the population has an equal chance of being selected which will allow distribution 
of attitude or opinion in the entire population with statistical confidence (Wagner, Kawulich, 
Garner & Botha, 2012; Sekaran & Bougie, 2016). The sample will be chosen from a population 
list made available for the study, hence the population will be numbered consecutively, and 
thereafter participants will be selected from a list by means of a computer generated method (Mesa 
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& Chica, 2016; Sekaran & Bougie, 2016). The decisions for utilising this sampling design are 
because: 
 Bias and prejudice are eliminated because individuals who constitute the subset of the 
larger group are selected randomly, with each individual in the larger group having the 
same chance of being selected (Landemore, 2017). In most cases, this creates a balanced 
subset with the greatest potential to represent the larger group as a whole, thus preventing 
discrimination within the population (Rogelberg, 2016); 
 It allows the study to make accurate generalisations from the sample to the population 
under investigation (Rogelberg, 2016). Due to the structure, it becomes much easier to form 
a sample group since the only work necessary is to identify the components of the targeted 
demographic group (Sekaran & Bougie, 2016; Rogelberg, 2016). Although there are times 
when respondents will purposely misrepresent who they are because they are following 
their own agenda; this process typically produces accurate information within a small 
margin of error (Rogelberg, 2016; Sekaran & Bougie, 2016). The study can then use this 
data to apply the findings for everyone within the overall population;   
 It eliminates time and cost factors by utilising lesser resources and not having long 
processes (Sekaran & Bougie, 2016). Once the task of assigning a random number to 
different items of the population is done, this results in costs and time being saved to a 
great extent; therefore its simplicity ensures that the study does not have to spend too many 
resources on the sampling process itself (Sekaran & Bougie, 2016; Wagner et al., 2012); 
and finally, 
 It allows the study to assess the sampling or data error (Jackson, 2017). Simple random 
sampling allows the study to conduct data analysis and establishes a way to create a reduced 
margin of error within the collected information (Sekaran & Bougie, 2016; Rogelberg, 
2016). The sampling composition occurs within particular limits set to represent population 
groups, whereby the entire population gets useful findings that can provide particular 
perspectives at the individual level even if a part of the population is surveyed or studied 
(Sekaran & Bougie, 2016). 
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4.11 DATA COLLECTION 
 
Two questionnaires are used in this study. The first questionnaire is the Schutte Self Report 
Emotional Intelligence Test (1998) which measured emotional intelligence (independent variable).  
The second questionnaire was from the World Health Organisation (1995) which measured the 
quality of life (dependent variable). Additionally aspects such as layout, biographical details, and 
wording have been modified for the purpose of this study.  
This study is confined to a local area hence personally administered questionnaires were utilised 
for this study because of its ease in analysis; it helps to answer research questions and identifies 
issues relating to emotional intelligence and the quality of life (Wagner et al., 2012). Personally 
administered questionnaires can be described as the participant completing the questionnaire in 
the researcher's absence (Sekaran & Bougie, 2016). Reasons for implementing this type of 
questionnaire are because: 
 Rapport can be established allowing the respondent to feel motivated when responding; 
 It enables the respondents to fill them at their own convenience and in a relaxed manner 
hence allowing more accurate answers to questions; 
 An acceptable response rate is assured therefore, administering questionnaires to large 
numbers of individuals at the same time is less expensive and consumes less time than 
interviewing; equally, it does not require as much skill to administer a questionnaire as it 
does to conduct interviews;  
 The anonymity of respondents are high therefore allowing them to complete the 
questionnaire without fear and respondents have the willingness to disclose sensitive 
information thus leading to high item response, and more accurate reporting on sensitive 
topics; and finally, 
 It is an efficient way to collect statistically quantifiable information (Sekaran & Bougie, 
2016). 
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4.11.1 Structure of the Questionnaire  
Only primary data was collected directly from first-hand experience. There are two parts to the 
questionnaire:  
4.11.1.1 Part A  
This consists of biographical details that constitute nominal and ordinal scaling. Nominal scaling 
can be described as when the researcher assigns subjects to certain categories and ordinal scaling 
on the other hand describes the rank-orders of categories in a meaningful way (Sekaran & Bougie, 
2016). The nature of the items are as follows:  
 
Table 4.6: Biographical Item Scaling  
 
Item Number Description Scaling Type 
1 Gender Nominal 
3 Race Nominal 
4 Marital Status Nominal 
8 Employment Status  Nominal 
5 Highest Level of Completed Education Ordinal 
6 Number of Years Teaching Ordinal 
7 Level (s) currently Teaching Ordinal 
2 Age Ordinal 
 
4.11.1.2 Part B 
 
Part B utilised a five-point Likert Scale because it examines how strongly respondents agree or 
disagree with the statements (Sekaran & Bougie, 2016). It also comprises closed-ended statements 
regarding the independent variable (emotional intelligence) and dependent variable (quality of 
life). Closed-ended statements help the respondent to make quick decisions and it helps the study 
to make comparisons with other respondents (Sekaran & Bougie, 2016). Some of the advantages 
of closed-ended statements are highlighted below: 
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 Closed-ended statements provide large amounts of research data for relatively low costs 
(Wagner et al., 2012). Therefore, a large sample size can be obtained which the study can 
then generalise from (Rogelberg, 2016); 
 The respondent offers information that can be readily transformed into quantitative data, 
thus enabling statistical analysis of responses (Rogelberg, 2016;  Sekaran & Bougie, 2016); 
and finally,  
 The questions are standardised by asking the same questions in the same order to all 
respondents (Wagner et al., 2012). This implies it is easy to replicate a questionnaire to 
check for reliability (Sekaran & Bougie, 2016). 
 
Statements one to twelve measure emotional intelligence (primary variable) and statements 
thirteen to twenty-four measure the quality of life (dependent variable). These statements have the 
aim of investigating respondents’ attitudes towards the relationship between emotional intelligence 
and the quality of life. Therefore, these statements were aligned to the research questions, 
objectives and the dimensions discussed in the literature review. 
The tables below illustrate the items of each variable together with the salient themes. 
Table 4.7: Themes of Emotional Intelligence  
 
Item 
Number Description Theme 
1 When I am in a positive mood, solving problems is easy for me Appraisal of Emotions 
4 I motivate myself by imagining a good outcome to tasks I take on Appraisal of Emotions 
5 I know why my emotions change Appraisal of Emotions 
10 
I can tell how people are feeling by listening to the tone of their 
voice  Appraisal of Emotions 
2 When I am in a positive mood, I am able to come up with new ideas Utilisation of Emotions 
3 When I feel a change in emotions, I tend to come up with new ideas Utilisation of Emotions 
9 
I recognise the emotions people are experiencing by looking at their 
facial expressions Utilisation of Emotions 
12 I am aware of the non-verbal messages other people send Utilisation of Emotions 
6 I have control over my emotions Regulation of Emotions 
7 I seek out activities that make me happy Regulation of Emotions 
8 I expect that I will do well on most things I try Regulation of Emotions 
11 I am aware of the non-verbal messages I send to others Regulation of Emotions 
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Table 4.8: Themes of Quality of Life 
 
Item Number Description Theme 
13 I have enough energy for my everyday life Physical Health 
14 I am satisfied with my sleep Physical Health 
15 I am satisfied with my capacity for work Physical Health 
16 I feel my life to be meaningful Psychological Health 
17 I am able to concentrate Psychological Health 
18 
I often have negative feelings such as blue mood, despair, 
anxiety and depression Psychological Health 
19 I am satisfied with my personal relationships Social Relationships 
20 I am satisfied with my sensual relationship Social Relationships 
21 I am satisfied with the support I get from my friends Social Relationships 
22 
My physical environment is healthy 
Environmental Health 
23 I have enough money to meet my needs Environmental Health 
24 I am satisfied with my mode of transportation Environmental Health 
 
Statements in the questionnaire are short and unambiguous in order to ensure that it takes the 
respondents not more than 15 minutes to answer hence encouraging participation. A cover letter 
has also been designed to illustrate the purpose, objective and scope of the research.  
4.11.2 Validity and Reliability of the Research Instrument  
Mohajan (2017) highlights that reliability is centred on consistency and care in applying research 
methods that are reflected in the visibility of research methods, examinations and conclusions, 
reflected in an open account that stays mindful to the partiality and limitations of study results. 
Validity, on the other hand are measurements of the collection of information that must contain 
the actual sections of analysis intended to be measured (Taherdoost, 2016).  
4.11.2.1 Validity  
Validity can be defined as the extent to which a test measures what it is supposed to measure 
(Wagner et al., 2012). However, according to Sekaran and Bougie (2016), the aspect of validity is 
whether the results are really about what they choose to be about. Since the questionnaire was 
constructed by Dr. Schutte (1998) and the World Health Organisation (1995), it was designed on 
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the basis of the study’s needs in relation to the research topic and it makes provision for advantages 
in the sense that it measures exactly what the study intends to measure hence making the research 
instrument valid.  
In addition to the above, the four broad groupings of validity tests are also achieved. These are 
according to Naude (2009, p. 148): 
 “Face validity: this is a basic and nominal index of validity as it shows that the items 
included in the questionnaire are clear and understandable to the respondents; 
 Content validity: this ensures that the measures include a sufficient and representative set 
of items that draw on the concept;  
 Criterion-related validity: this is determined when a measure separates people in terms of 
a criterion the measure is expected to predict; and,  
 Construct validity: this confirms how well the results derived from the use of the measure 
fit around the theories which the test is derived”.  
 
This was achieved using Factor Analysis which is a technique that confirms the concept 
dimensions that have been established operationally, as well as showing which of the items are 
most suitable for each dimension (Sekaran & Bougie, 2016). According to Yong and Pearce 
(2013), this is a useful technique as it summarises data so that relationships and patterns can be 
easily interpreted and understood. 
4.11.2.2 Reliability  
Reliability can be described as the stability of the measure used to study the relationships between 
variables (Mohajan, 2017). However, Cooper and Schindler (2013) argue that reliability is a 
measurement characteristic that focuses on accuracy, precision and consistency, which is vital but 
not sufficient for validity. The items in the questionnaire were designed on the basis of the issues 
relating to the study's problem and goals, thus enabling reliable responses. 
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As a result, reliability will be measured using Cronbach’s Coefficient Alpha which is a method 
used for measuring the internal consistency of a group of items (Wager et al., 2012; Sekaran & 
Bougie, 2016). It also measures how well a set of variables measure a single construct and it is a 
correlation between the item responses in a questionnaire (Wager et al., 2012; Sekaran & Bougie, 
2016).  
Cronbach’s coefficient alpha values will be high when the correlations between the respective 
questionnaire items are high (Sekaran & Bougie, 2016). In addition, the values in Cronbach’s 
coefficient alpha range from 0 to 1 (Sekaran & Bougie, 2016). However, there is actually no lower 
limit to the coefficient (Auer, Guralnick & Istvan, 2017). The closer Cronbach’s alpha coefficient 
is to 1.0 the greater the internal consistency of the items in the scale (Auer et al., 2017). Yacob, 
Noor, Yunus and Yussof (2016, p. 1010) explain that “a Cronbach’s alpha value of above 0.5 is 
regarded as an indication of reliability”. However, as a practical guideline “reliability that is .7 or 
higher purports good reliability as opposed to reliability between .6 and .7 may be acceptable on 
condition that other measures of the construct’s validity are good (Yacob et al., 2016). Construct 
reliability illustrates that internal consistency is present, this means that all measures represent the 
same construct constantly (Yacob et al., 2016; Sekaran & Bougie, 2016).  
 
4.12 FACTOR ANALYSIS  
 
Factor analysis can be described as an involvement with questions of validity (Reio & Shuck, 
2014). Additionally, it is the ‘heart’ of the measurement of psychological constructs (McDonald, 
2014). Factor analysis therefore: 
 Condenses a large number of variables into a reduced set of factors; 
 Establishes fundamental dimensions between measured factors and latent constructs, thus 
enabling theories to be formed and refined; finally,  
 It provides proof of self-reporting scales for building validity (Sekaran & Bougie, 2016). 
 
Two factor analysis methods were employed in this study, namely: Kaiser-Meyer-Olkin Measure 
(KMO) and Bartlett's Test. 
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4.12.1 Kaiser-Meyer-Olkin Measure 
KMO measure is a statistic which indicates the proportion of variance in the variables that is of 
common variance; this might be caused by underlying factors (Czarnocha, Baker, Dias & Prabhu, 
2016).  
4.12.2 Bartlett's Test 
Bartlett's test of sphericity is a test of the null hypothesis whereby the off-diagonal elements of the 
theoretical correlation matrix are all zeros (Sekaran & Bougie, 2016).  
 
4.13 DATA ANALYSIS 
 
After collecting data from the questionnaires, there are three important data reduction steps for 
getting this data ready for analysis:  
 Step One: Data preparation. This includes data coding, which is a procedure by ascribing 
a number to the specific response in order to enter the responses of the participants in the 
database; 
 Step Two: Editing the data. This is a technique of identifying and correcting illogical, 
inconsistent or illicit data and omissions in the information retrieved by the research 
participants of the study; and finally,  
 Step Three: Data transformation. This is a process of changing a quantitative value's 
original numerical representation to another value, which is why it is a variation of data 
coding (Sekaran & Bougie, 2016).   
 
Statistical techniques used are divided into descriptive and inferential categories. If results of the 
entire population are accessible, it would be suitable to provide descriptive statistics (Sekaran & 
Bougie, 2016; Wagner et al., 2012). However, if the population figures are very big, samples are 
the ideal way to deduce the identified population characteristics. In such instances, inferential 
statistics may be applied (Rumsey, 2016).  
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4.13.1 Descriptive Statistics  
Descriptive statistics according to Sekaran and Bougie (2016) are statistics such as frequencies, 
the mean, and the standard deviation, which provide descriptive information about a set of data. 
However, it is argued that descriptive statistics are used to summarise data in an organised manner 
by describing the relationship between variables in a sample or population (Kaliyadan & Kulkarni, 
2019). Calculating descriptive statistics represents a vital first step when conducting research and 
should always occur before making inferential statistical comparisons (Kaur, Stoltzfus & Yellapu, 
2018; Sekaran & Bougie, 2016). The most common descriptive statistics are: frequency 
distribution, measures of central tendency and measures of dispersion.  
4.13.1.1 Frequencies 
Frequencies refer to the number of times various subcategories of a certain phenomenon occur, 
from which the percentage and cumulative percentage of their occurrence can be easily calculated 
(Sekaran & Bougie, 2016; Wagner et al., 2012). Impressions about a variable could be established 
by studying the distribution of frequencies on a graph represented by percentage breakdowns 
(percentiles) of the different categories (Sekaran & Bougie, 2016; Yacob et al., 2016). As a result, 
frequencies presented in graphical representations will help readers to understand the data. 
4.13.1.2 Measures of central tendency  
Measures of central tendency is described as a statistical measurement of identifying a single value 
as representing a whole distribution (Sekaran & Bougie, 2016). It aims to provide an accurate 
description of the entire data as it is a single value that is a representative of the collected data 
(Sekaran & Bougie, 2016; Wager et al., 2012).  
Mean, median and mode are the three commonly used measures of central tendency: 
 The mean also known as the average is calculated by adding all scores together and then 
dividing the total by the amount of single scores (Wagner et al., 2012). The mean uses 
every value in the data hence it is a good representative of the data (Wagner et al., 2012). 
However, the mean can be misleading, especially when unusually high or low values are 
reflected in the distribution (Indrayan & Holt, 2016);  
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 The median can be defined as the middle point of the distribution (Wagner et al., 2012) 
and; lastly,   
 The mode can be described as the most frequently occurring score in the data set (Wagner 
et al., 2012).  
4.13.1.3 Measures of dispersion  
Measures of central tendency are not adequate to describe data (Diamond, Horn & Uttal, 2016; 
Shiraev & Levy, 2016). Two data sets can have the same mean but they can be entirely different 
(Manna & Dutta, 2016; Blann, 2018). To describe data, one needs to know the extent of variability 
(Manna & Dutta, 2016; Blann, 2018). Therefore, measures of dispersion can be defined as the 
variability in a set of observations, represented by the range, variance, standard deviation and 
interquartile range (Sekaran & Bougie, 2016). The types of measure of dispersion will be outlined 
below:  
 Range can be defined as the differences in the ordered information set between the biggest 
and the smallest observation (Sekaran & Bougie, 2016).  
 Variance calculates the average distance from the mean for a set of scores (Ruane, 2015); 
 Standard deviation is the measure of spread of data above the mean hence it is the square 
root of the sum of squared deviation from the mean divided by the number of observations 
(Kaura, 2019); and lastly,  
 Interquartile range is defined as the difference between the 25th and 75th percentile (also 
called the first and third quartile) (Bruce, 2015; Fregni & Illigens, 2018). Hence the 
interquartile range describes the middle 50% of observations, that is if the interquartile 
range is large, then it means that the middle 50% of observations are spaced wide apart 
(Sekaran & Bougie, 2016).  
 
Sekaran and Bougie (2016) describe the relationship between scale type, data analysis, and 
methods of obtaining a visual for the variables. Due to a five-point Likert Scale being adopted for 
this study, it utilised the median for measures of central tendency for a single variable and it will 
also utilise a semi-interquartile range for the measure of dispersion for a single variable. 
Furthermore, the visual summary for a single variable will be bar charts, also the measure of 
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relationship between variables will utilise a contingency table and finally the visual summary of 
relation between variables will be stacked bars (Sekaran & Bougie, 2016), which will be presented 
in the following chapter. 
4.13.2 Inferential Statistics  
These are statistical results that let’s one draw inferences from a sample to the population (Sekaran 
& Bougie, 2016). In addition, inferential statistical tests with approximate measurement are called 
acceptance procedures (Bradley & Brand, 2016). The procedure includes “type 1 error, falsely 
rejecting the null hypothesis, and type 2 error, failing to reject the null hypothesis when 
the alternative should be supported” (Pruzan, 2016, p. 238). This strategy includes repeated 
sampling with defined parameters from a distribution in order to determine the probabilities of 
these errors (Pruzan, 2016; Sekaran & Bougie, 2016). With low error probabilities the procedure 
has the potential to approximate measurement (Pruzan, 2016).  
A hypothesis is a logically conjectured relationship between two or more variables expressed in 
the form of testable statements (Sekaran & Bougie, 2016; Karlsson, 2016). There is a null 
hypothesis which can be expressed as having no significant relationship between two variables, 
and there is an alternate hypothesis which is the opposite of the null hypothesis by expressing that 
there is a significant relationship between the two variables (Sekaran & Bougie, 2016; Karlsson, 
2016). Inferential statistical techniques used in the research to evaluate the survey outcomes 
included:  Chi-Square, Fisher’s Exact Test and Spearman’s Rank Correlation.   
4.13.2.1 Chi-square 
The Chi-square test is one of the most useful statistics for testing hypotheses when the variables 
are nominal (Frey, 2018). According to Sekaran and Bougie (2016) Chi-Square is a nonparametric 
test that helps to understand if a relationship exists between two nominal variables or if they are 
independent from each other. Unlike most statistics, Chi-square is not only able to provide data on 
the importance of any observed variations, but also offers comprehensive data on precisely which 
categories are responsible for any variations discovered (Frey, 2018).  
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In relation to the study, a Chi-square test was carried out to determine if the scoring patterns per 
statement were significantly different per option. Additionally, a second Chi-square test was 
conducted to determine whether the variables had a statistically significant relationship, which is 
analysing the statements of the variables against the biographical variables.  
4.13.2.2 Fisher’s exact test 
While the Chi-square test relies on an approximation, Fisher's Exact Test is one of exact tests when 
Chi-square is violated (Kim, 2017; McCarroll, 2016). Fisher's Exact Test assesses the null 
hypothesis (Kim, 2017; McCarroll, 2016). Therefore, Fisher’s Exact Test is used when there are 
two nominal variables and it helps to see whether the “proportions of one variable are different” 
(McDonald, 2014, p. 77). In conjunction with the study, associations between the variables were 
obtained using cross-tabulations, with significance given by a Chi-square p-value. In the event of 
the expected count being less than 5, the Fisher’s Exact test is used as an alternative. 
4.13.2.3 Spearman’s rank correlation 
Spearman’s Rank Correlation will be used in the study to measure the strength of the linear 
relationship between emotional intelligence and the quality of life where the values of each 
variable are rank-ordered and it illustrates how each variable influences each other (Weinberg & 
Abramowit, 2016). In this study, significant relationships using Spearman’s Rank Correlation is 
analysed at a 1% and 5% level of significance.  
For non-normally distributed continuous data, ordinal data, or for data with relevant outliers, 
Spearman Rank Correlation can be used as a measure of a monotonic association (Schober, Boer, 
Schwarte, 2018; Weinberg & Abramowit, 2016). Schober et al. (2018, p. 1) stresses that the 
“correlation coefficient is scaled with a range from –1 to +1, where 0 indicates that there is no 
linear or monotonic association, and additionally the relationship gets stronger with a constantly 
increasing or decreasing curve as the coefficient approaches an absolute value of 1”. 
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4.14 ETHICAL CONSIDERATIONS 
 
Consideration of ethical concerns during this research was of vital significance. During this study, 
the philosophical principles, which support ethical research, were respected and upheld at all times. 
This will be highlighted below.  
4.14.1 Informed Consent 
An informed consent will be given to the participants first before enrolling them into the study 
(Sekaran & Bougie, 2016; Manti & Licari, 2018). The informed consent is a voluntary agreement 
for participants to choose whether they want to participate in the research and that they can 
withdraw from the study whenever they want to (Kruger, Ndebele & Horn, 2014; Gliner, Morgan 
& Leech, 2016). Furthermore, it is just not merely a form that is signed but is a process, in which 
the participants have an understanding of the research (Kruger et al., 2014).  
4.14.2 Confidentiality and Anonymity  
Confidentiality and anonymity will be maintained throughout the research process. Confidentiality 
is an effective effort to remove any identifying characteristics of the research participants from the 
study documents, and the investigator keeps this information in confidence by maintaining it from 
public consumption (Saunders & Kitzinger, 2015). It is important to take precautions that are 
necessary to protect the identity of the participants; therefore, anonymity ensures that a participant 
remains nameless and unidentifiable (Saunders & Kitzinger, 2015; Sekaran & Bougie, 2016). 
Researchers commonly use pseudonyms to prevent research participants from being individually 
identifiable (Sekaran & Bougie, 2016). 
4.14.3 Quality and Integrity  
Quality and integrity will be implemented in the study by ensuring those participants’ promises 
and agreements are complied with; sincerity is portrayed, and consistency of thought and action is 
displayed (Sekaran & Bougie, 2016). Furthermore, the study will not inflict harm, meaning that 
participants will be protected from physical and mental harm, for example, participants will not be 
80 
 
exposed to humiliation, injury or stress during the data collection process and the study will not 
frighten or embarrass the participants (Sekaran & Bougie, 2016).  
 
4.15 CONCLUSION  
 
This chapter discussed the research design and the research strategy that was utilised for this study. 
Thereafter, the population and the sample size were highlighted. The sample design was explained 
and reasons were justified for the specific design. Furthermore, data collection was discussed 
including the structure of the research instrument and its validity and reliability. In addition, data 
analysis was highlighted with reference to data preparation, descriptive and inferential statistics. 
Finally, various ethical considerations utilised in the study were outlined for this study. The next 
chapter presents the findings, interpretation and discussion of results in relation to the 
questionnaire utilised in the study.  
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CHAPTER FIVE: FINDINGS, INTERPRETATION AND DISCUSSION OF RESULTS 
 
5.1 INTRODUCTION  
 
This chapter presents the results and analyses the findings obtained from the questionnaires in this 
study. The questionnaire was the primary tool that was used to collect data and it was distributed 
to school educators from six schools within the Reservoir Hills precinct.      
Data collected from the responses was analysed with Statistical Package for Social Sciences 
version 25.0. The results will present the descriptive statistics in the form of graphs, cross 
tabulations and other figures for the quantitative data that was collected. Inferential techniques 
include the use of correlations and Chi-square test values; which are interpreted using the p-values. 
 
5.2 THE SAMPLE  
 
In total, 108 questionnaires were dispatched and 108 were returned which gave a 100% response 
rate.   
 
5.3 THE RESEARCH INSTRUMENT   
 
The research instrument consisted of 32 items, with a level of measurement at a nominal and 
ordinal level. The questionnaire was divided into 3 sections as illustrated below: - 
 Section A: Biographical Data  
 Section B: Emotional Intelligence   
 Section C: Quality of Life   
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5.4 RELIABILITY STATISTICS   
 
The two most important aspects of precision are reliability and validity. Reliability is computed 
by taking several measurements on the same subjects. A reliability coefficient of 0.70 or higher is 
considered as ‘acceptable’ (Sekaran & Bougie, 2016). The overall reliability is shown below:  
Table 5.1: Reliability Statistics  
 
Cronbach's Alpha N of Items 
0.798 22 
 
The table below reflects the Cronbach’s alpha score for all the individual items that constituted the 
questionnaire. 
Table 5.2: Cronbach’s Alpha Score 
 
 Number of Items Cronbach's Alpha Inter-Item Correlation 
Coefficient Means 
Appraisal of Emotions 3 0.442 0.209 
Regulation of Emotions 4 0.651 0.318 
Utilisation of Emotions 4 0.585 0.260 
Physical Health 3 0.769 0.526 
Psychological Health 2 0.652 0.484 
Social Relationships 3 0.795 0.564 
Environmental Health 3 0.767 0.523 
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The reliability scores for three sections exceed the recommended Cronbach’s alpha value. This 
indicates a degree of acceptable, consistent scoring for these sections of the research. Three other 
sections approximate the recommended value with the first section having a lower value. A second 
check for consistency involves the use of the inter-item mean correlation coefficient value. The 
minimum acceptable score is 0.2, which is met by all sections. 
5.5 FACTOR ANALYSIS   
 
5.5.1 What is Factor Analysis?  
 
Factor analysis is a statistical technique whose main goal is data reduction (Sekaran & Bougie, 
2016). A typical use of factor analysis is in survey research, where a researcher wishes to represent 
a number of questions with a small number of hypothetical factors (Yong & Pearce, 2013, Sekaran 
& Bougie, 2016).  For example, as part of a national survey on political opinions, participants may 
answer three separate questions regarding environmental policy, reflecting issues at the local, state 
and national level. Each question, by itself, would be an inadequate measure of attitude towards 
environmental policy, but together they may provide a better measure of the attitude.   
This technique can be used to establish whether the three measures do, in fact, measure the same 
thing. If so, they can then be combined to create a new variable which is a factor score variable 
that contains a score for each respondent on the factor. Factor techniques are applicable to a variety 
of situations. A researcher may want to know if the skills required to be a decathlete are as varied 
as the ten events, or if a small number of core skills are needed to be successful in a decathlon. 
One must not believe that factors actually exist in order to perform a factor analysis, but in practice 
the factors are usually interpreted, given names, and spoken of as real things.   
Therefore, the matrix tables are preceded by a summarised table that reflects the results of Kaiser 
Meyer Olkin (KMO) test and Bartlett's Test of Sphericity. The requirement is that KMO Measure 
of Sampling Adequacy should be greater than 0.50 whereas Bartlett's Test of Sphericity must be 
less than 0.05 (Sarstedt & Mooi, 2014). In all instances, the conditions are satisfied which allows 
for the factor analysis procedure. Factor analysis is done only for Likert scale items resulting in 
certain components divided into finer components. This is explained below in the rotated 
component matrix.  
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Table 5.3: KMO and Bartlett's Test 
 
 
Kaiser-Meyer-Olkin Measure 
of Sampling Adequacy 
Bartlett's Test of Sphericity 
 Approx. Chi-Square df Sig. 
Appraisal of Emotions 0.513 10.286 3 0.016 
Regulation of Emotions 0.647 58.102 6 0.000 
Utilisation of Emotions 0.653 38.412 6 0.000 
Physical Health 0.604 99.492 3 0.000 
Psychological Health 0.500 28.126 1 0.000 
Social Relationships 0.694 99.073 3 0.000 
Environmental Health 0.677 85.261 3 0.000 
 
All of the conditions are satisfied for factor analysis. That is, the Kaiser-Meyer-Olkin Measure of 
Sampling Adequacy value should be greater than 0.500 and the Bartlett's Test of Sphericity sig. 
value should be less than 0.05. 
 
5.6 ROTATED COMPONENT MATRIX 
 
Table 5.4: Component Matrix (Appraisal of Emotions) 
 
Appraisal of Emotions 
Component 
1 
 When I am in a positive mood, solving problems is easy for me 0.472 
 I motivate myself by imagining a good outcome to tasks I take on 0.789 
 I know why my emotions change 0.694 
Extraction Method: Principal Component Analysis. 
a. 1 components extracted. 
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Table 5.5: Component Matrix (Regulation of Emotions) 
 
Table 5.6: Component Matrix (Utilisation of Emotions) 
 
 
 
Table 5.7: Component Matrix (Physical Health) 
 
Physical Health 
Component 
1 
 I have enough energy for my everyday life 0.808 
 I am satisfied with my sleep 0.908 
 I am satisfied with my capacity for work 0.764 
Extraction Method: Principal Component Analysis. 
a. 1 components extracted. 
 
 
Table 5.8: Component Matrix (Psychological Health) 
 
Psychological Health 
Component 
1 
 I feel my life to be meaningful 0.861 
 I am able to concentrate 0.861 
Extraction Method: Principal Component Analysis 
a.1 components extracted 
Regulation of Emotions 
Component 
1 
 I have control over my emotions 0.642 
 I seek out activities that make me happy 0.739 
 I expect that I will do well on most things I try 0.674 
 I am aware of the non-verbal messages I send to others 0.739 
Extraction Method: Principal Component Analysis. 
a. 1 components extracted. 
Utilisation of Emotions 
Component 
1 
When I am in a positive mood, I am able to come up with new ideas 0.670 
When I feel a change in emotions, I tend to come up with new ideas 0.640 
I recognise the emotions people are experiencing by looking at their facial expressions 0.672 
 I am aware of the non-verbal messages other people send 0.687 
Extraction Method: Principal Component Analysis. 
a. 1 components extracted. 
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Table 5.9: Component Matrix (Psychological Health) 
 
Social Relationships 
Component 
1 
 I am satisfied with my personal relationships 0.860 
 I am satisfied with my sensual relationship 0.866 
 I am satisfied with the support I get from my friends 0.800 
Extraction Method: Principal Component Analysis. 
a. 1 components extracted. 
 
 
Table 5.10: Component Matrix (Environmental Health) 
 
Environmental Health 
Component 
1 
 My physical environment is healthy 0.771 
 I have enough money to meet my needs 0.848 
 I am satisfied with my mode of transportation 0.857 
Extraction Method: Principal Component Analysis. 
a. 1 components extracted. 
 
With reference to the tables above: 
 The principle component analysis was used as the extraction method, and the rotation 
method was Varimax with Kaiser Normalisation.  This is an orthogonal rotation method 
that minimises the number of variables that have high loadings on each factor thus 
simplifying the interpretation of the factors; 
 Factor analysis/loading show inter-correlations between variables; and lastly, 
 Items of questions that are loaded similarly imply measurement along a similar factor.  
An examination of the content of items loading at or above 0.5 (and using the higher or 
highest loading in instances where items cross-loaded at greater than this value) 
effectively measured along the various components. 
 
As a result, it can be concluded that these statements which constituted all sections loaded 
perfectly along a single component. This implies that the statements that constituted these 
sections perfectly measured what it set out to measure. 
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5.7 SECTION A: BIOGRAPHICAL DATA 
 
This section summarises the biographical characteristics of the respondents. Therefore, The 
table below describes the overall gender distribution by age. 
5.7.1 Age 
Table 5.11: Biographical Characteristics  
 
 
Gender 
Total 
Male Female 
Age 20 – 29 Count 7 26 33 
% within Age 21.2% 78.8% 100.0% 
% within Gender 36.8% 29.2% 30.6% 
% of Total 6.5% 24.1% 30.6% 
30 – 39 Count 1 16 17 
% within Age 5.9% 94.1% 100.0% 
% within Gender 5.3% 18.0% 15.7% 
% of Total 0.9% 14.8% 15.7% 
40 – 49 Count 4 24 28 
% within Age 14.3% 85.7% 100.0% 
% within Gender 21.1% 27.0% 25.9% 
% of Total 3.7% 22.2% 25.9% 
50 - 59 Count 6 19 25 
% within Age 24.0% 76.0% 100.0% 
% within Gender 31.6% 21.3% 23.1% 
% of Total 5.6% 17.6% 23.1% 
60+ Count 1 4 5 
% within Age 20.0% 80.0% 100.0% 
% within Gender 5.3% 4.5% 4.6% 
% of Total 0.9% 3.7% 4.6% 
Total Count 19 89 108 
% within Age 17.6% 82.4% 100.0% 
% within Gender 100.0% 100.0% 100.0% 
% of Total 17.6% 82.4% 100.0% 
 
Table 5.11 above described the overall gender distribution by age. Overall, the ratio of males to 
females is approximately 1:4 (17.6% : 82.4%).  
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Within the age category of 20 to 29 years, 21.2% were male, whereas in the category of males 
(only), 36.8% were between the ages of 20 to 29 years. This category of males between the ages 
of 20 to 29 years formed 6.5% of the total sample. In comparison to females, it was noted that 
78.8% were female; whereas in the category of females (only), 29.2% were between the ages of 
20 to 29 years. This category of females between the ages of 20 to 29 years formed 24.1% of 
the total sample.  
However, within the age category of 30 to 39 years, 5.9% were male, whereas in the category 
of males (only), 5.3% were between the ages of 30 to 39 years. This category of males between 
the ages of 30 to 39 years formed 0.9% of the total sample. On the other hand, 94.1% were 
female; whereas in the category of females (only), 18.0% were between the ages of 30 to 39 
years. This category of females between the ages of 30 to 39 years formed 14.8% of the total 
sample.   
In age category of 40 to 49 years, 14.3% were male. In the category of males (only), 21.1% were 
between the ages of 40 to 49 years. This category of males between the ages of 40 to 49 years 
formed 3.7% of the total sample. In comparison to females, 85.7% were female; whereas in the 
category of females (only), 27.0% were between the ages of 40 to 49 years. This category of 
females between the ages of 30 to 39 years formed 22.2% of the total sample. 
Within the age category of 50 to 59 years, 24% were male. In the category of male (only), 31.6% 
were between the ages of 40 to 49 years. This category of males between ages 40 to 49 formed 
5.6% of the total population. In comparison to females, 76% were females; whereas in the 
category of females (only), 21.3% were between the ages of 50 to 59 years and formed 17.6% 
of the total sample.  
Furthermore, within the age category of 60+ years, 20% were male; whereas in the category 
male (only), 5.3% were between the ages of 60+ years. This category of males with the age 60+ 
formed 0.9% of the total population. In comparison to females, 80% were female. In the category 
female (only), 4.5% were between the ages of 60+ years. This category of females with the age 
60+ formed 3.7% of the total population. 
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By age, the distribution was not uniform with 70% of the respondents being younger than 50 
years of age. This could suggest that educators older than 50 years of age have chosen to retire 
thus allowing young educators to enter the profession. The majority of educators were in the age 
group of 20 to 29 years of age which suggests that these are entry level educators who are 
adjusting to the teaching environment (Aldeman, 2019; Dede, Eisenkraft, Frumin & Hartley, 
2016). It is also suggested that the demand for educators are extremely high thus encouraging 
many young people to enter the profession (Sayed & McDonald, 2017). The second highest age 
group is 40 to 49 years of age which implies that these respondents are mature adults, well 
established in their lives and career trajectories (Harling, Morris & Berkman, 2020). 
It can be seen that the majority of the population consisted of females as opposed to males. This 
implies that female educators can easily understand and are helpful in resolving the problems of 
the students (Awan & Riasat, 2015; Sperandio, 2014). Additionally, female educators 
concentrate more in teaching activities and are more often engaged in the encouraging teaching 
practices than that of male educators (Awan & Riasat, 2015; Sperandio, 2014). Female educators 
use less physical punishment, however, the majority of them utilise the blackboard and modern 
teaching practice (Awan & Riasat, 2015; Sperandio, 2014). Parents may prefer female educators 
over male educators (Awan & Riasat, 2015; Sperandio, 2014). This is because mothers feel more 
comfortable talking about their children with a female educator, and female educators are 
considered ‘more sincere’ (Awan & Riasat, 2015; Sperandio, 2014).  
History shows there have often been a greater proportion of females in the profession and this 
has been particularly the case in primary education (Awan & Riasat, 2015; Sperandio, 2014). 
There are, however, a number of common themes or areas of agreement. These include that boys 
do respond to male educators as role models, subject matter is important for male educators and 
societal perceptions of the teaching profession are important (Awan & Riasat, 2015; Sperandio, 
2014; Moors, 2010). In established education systems worldwide, males typically move from 
teaching positions in secondary schools to the administrative levels of education, where power 
over the management of resources and student outcomes commands respect and bestows status 
(Awan & Riasat, 2015; Moors, 2010).  
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Studies show that males envisage careers in school leadership and administration from their 
point of entry into the profession as educators (Awan & Riasat, 2015; Sperandio, 2014; Moors, 
2010). On the other hand, females have traditionally represented the majority of educators in the 
primary levels of education, where caring’ trumps the ability to ensure the academic preparation 
of young children, and they are expected to demonstrate the mothering role they have 
traditionally held in society (Awan & Riasat, 2015; Sperandio, 2014). 
5.7.2 Racial Composition  
Figure 5.1: Racial Composition  
 
 
 
There is a significant number of Indian respondents (82.4%) followed by African respondents 
(16.7%) and thereafter with the smallest grouping being White (0.9%). The study notes that all 
these schools who have significant number of Indian respondents who are Ex-House of Delegate 
Schools in a non-White area which were previously Indian dominated (Welsh, 2009; Tabane & 
Vogel, 2010). The House of Delegates was a body in the Tricameral Parliament of South 
Africa which existed from 1984 to 1994 (Welsh, 2009; Tabane and Vogel, 2010). It was reserved 
for Indian South Africans (Welsh, 2009; Tabane & Vogel, 2010). In addition, most applicants 
were Indians thus a high percentage of Indian respondents. The demographics therefore reflect 
a need for equity in line with the Employment Equity Act (1998) in order to eliminate unfair 
discrimination (Nemakonde, 2016).  
16.7%
0.9%
82.4%
African White Indian
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5.7.3 Marital Status  
Figure 5.2: Marital Status of Respondents  
 
 
 
More than half of the respondents are married (54.6%), approximately a third being single 
(32.4%). 5.6% of the sample population are divorced, 4.6% of the sample population are 
widowed and 2.8% of the sample population are single. Teaching as a career allows for many 
holidays thus posing flexibility (Fransman, 2014; Barik, 2017). This suggests that the career of 
teaching allows work-life balance for married couples, especially if these individuals have 
children (Barik, 2017). With regard to 32.4% of the respondents being single, this could imply 
that the growing demand for educators in the past decade has brought in many younger educators 
than before, hence young people (possibly fresh out of university) are more likely to be single 
than older people (Joan & Henry, 2014; Odanga, Raburu & Aloka, 2015). 
 
 
 
 
32.4%
54.6%
4.6% 5.6%
2.8%
Single Married Widowed Divorced Separated
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5.7.4 Educational Levels  
Graph 5.1: Educational Levels by Respondents  
 
 
All of the respondents have some type of post school qualifications such as diploma/certificate 
(26.9%), undergraduate degree (34.3%), honours degree (34.3%) and lastly other (4.6%) which 
constitutes the post-doctoral degree and also taking into account trainee educators who in the 
progress of obtaining a qualification (4.6%). This is a useful statistic as it indicates that a fair 
proportion of the respondents have a higher qualification. This indicates that the responses 
gathered would have been from an informed (learned) source and the distribution had more 
educated respondents. It is suggested that many educators have an honours degree due to them 
wanting to further their knowledge in the educational field (Jennifer & Delia, 2018). Additionally, 
the Department of Basic Education requires future educators to undergo a four-year Bachelor of 
Education degree or a three-or four-year Bachelor’s degree, followed by a one-year Postgraduate 
Certificate in Education (PGCE) (Department of Basic Education, 2019). 
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5.7.5 Length of Service  
Graph 5.2: Length of Service by Respondents  
 
 
 
More than half of the respondents (51.9%) have been in employ for more than 10 years. This 
implies that respondents had been in employ for a while and this is also a useful fact as it indicates 
responses from experienced workers. It also suggests that these educators enjoy their work and 
find meaning in what they do; on the contrary it could also mean that they remain stagnant in the 
profession due to lack of other career opportunities (Wong & Tetrick, 2017). There was 12.0% of 
the total sample population who have been in employment for 1 to 2 years whilst 2.8% have an 
employment period of less than one year which suggests that these respondents recently obtained 
a qualification, therefore newly entering the profession (Wong & Tetrick, 2017).  
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5.7.6 Levels Respondents are Currently Teaching  
Figure 5.3: Levels Respondents Currently Teaching  
 
 
 
The majority of the respondents, being 31.5% of the total sample population, are teaching at senior 
level, whilst 29.6% of respondents are teaching at primary level and 23.1% of respondents are 
teaching at intermediate level. Additionally, 13.9% of the total sample population are teaching at 
junior level whereas 1.9% of the total sample size are teaching in other levels.  
The main difference between primary and secondary teaching is that rather than teaching the whole 
curriculum, the educator will specialise in his or her own subject (Osman & Booth, 2014; Perlman 
& Pearson, 2012). This means that rather than teaching one specific class all the time, a secondary 
school educator will see a range of different class groups throughout the week (Osman & Booth, 
2014; Perlman & Pearson, 2012). Some people prefer the closeness of being a primary school 
educator whereas others prefer the variety of being a secondary school educator (Osman and 
Booth, 2014; Perlman & Pearson, 2012).  
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Table 5.12: Levels Educators are Currently Teaching 
 
LEVELS EDUCATORS 
ARE CURRENTLY 
TEACHING 
SCHOOLS 
Primary Resmount Primary, Durwest Primary, Pemary Ridge 
Primary, R.P Moodley Special Needs 
Junior Resmount Primary, Durwest Primary, Pemary Ridge 
Primary, R.P Moodley Special Needs 
Intermediate Resmount Primary, Durwest Primary, Pemary Ridge 
Primary, R.P Moodley Special Needs 
Senior Dr. A.D Lazarus Secondary and Reservoir Hills 
Secondary 
Other Resmount Primary, Durwest Primary and Pemary Ridge 
Primary 
 
5.7.7 Employment Status   
Table 5.13: Employment Status of Respondents   
 
  Frequency Percent 
Full-time  104 96.3 
Part-time  4 3.7 
Total  108 100.0 
  
Significantly more respondents are in full time employ. This illustrates that full-time employees 
are committed to the institution, for the reason being that these employees are permanent 
employees with a fixed job description (McKeever, 2019). It could be assumed that part-time 
employees are those employees who are student educators or retired educators (Prociv, 2019).  
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5.8 SECTION ANALYSIS   
 
This section analyses the scoring patterns of the respondents per variable per section. The results 
are first presented using summarised percentages for the variables that constitute each section. 
Results are then further analysed according to the importance of the statements. Section B of the 
questionnaire constituted of the variables emotional intelligence and quality of life.   
5.8.1 Emotional Intelligence   
This section will highlight the results in relation to the themes of emotional intelligence.   
5.8.1.1 Appraisal   
The table below summarises the scoring patterns for the theme of appraisal.   
Table 5.14: Scoring Patterns (Appraisal)  
 
 
When I am in a 
positive mood, 
solving 
problems is 
easy for me 
I motivate myself 
by imagining a 
good outcome to 
tasks I take on 
I know why my 
emotions 
change 
I can tell how 
people are 
feeling by 
listening to the 
tone of their 
voice 
B1 B4 B5 B10 
Strongly 
Disagree 
Count 1 0 2 1 
Row N % 0.9% 0.0% 1.9% 0.9% 
Disagree 
Count 1 2 3 4 
Row N % 0.9% 1.9% 2.8% 3.7% 
Neither 
Agree nor 
Disagree 
Count 4 7 16 11 
Row N % 3.7% 6.5% 14.8% 10.2% 
Agree 
Count 53 58 50 59 
Row N % 49.1% 53.7% 46.3% 54.6% 
Strongly 
Agree 
Count 49 41 37 33 
Row N % 45.4% 38.0% 34.3% 30.6% 
Chi Square p-value 0.0000 0.0000 0.0000 0.0000 
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The highlighted sig. values (p-values) are less than 0.05 (the level of significance); this implies 
that the distributions were not similar. That is, the differences between the way respondents scored 
(agree, neither agree nor disagree, disagree) were significant. 
Graph 5.3: Graph Illustrating Scoring Patterns (Appraisal)  
 
 
 
The following patterns are observed:  
 All of the statements show (significantly) higher levels of agreement whilst other levels of 
agreement are lower (but still greater than levels of disagreement).  
 There are no statements with higher levels of disagreement.  
 The significance of the differences is tested and shown in the table.  
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Results illustrate that 49.1% of the sample in item B1 agree that when in a positive mood, 
solving problems is easy, whilst 45.4% strongly agree, 3.7% neither agree nor disagree, 0.9% 
disagree and 0.9% strongly disagree. Studies have shown that being in good mood contributes 
to flexibility, creativity and the ability to solve problems (Baumeister & Bushman, 2016). A study 
examining spontaneous and induced mood states on problem solving and memory confirmed that 
spontaneous positive moods facilitated performance problem solving irrespective of the specific 
strategy of solution (Shen, Zhao, Hommel, Yuan, Zhang, Liu & Gu, 2019). Another study 
compared whether mood has the same impact on utilising analogies to solve interpersonal conflict 
issues as it does on the using of analogies to solve cognitive problems (Good, 2011). It was 
concluded that participants displayed higher overall average effectiveness scores in a positive 
mood, indicating better overall problem-solving capabilities (Good, 2011). 
Alice Isen and her colleagues have conducted several studies on the effects of positive mood on 
creative problem solving (Markman, 2017). To trigger a positive mood, they would do easy things 
like giving someone an unexpected gift and making them listen to happy music (Markman, 2017). 
People were more likely to look for new ways to tackle new problems after lifting their mood 
(Markman, 2017). Another study investigated the role of positive mood on creative problem 
solving in generative and evaluative thinking (Politis & Houtz, 2015). Participants watched either 
a positive or neutral mood video programme. Positive mood students were much more fluent than 
those who watched the neutral video (Politis & Houtz, 2015).  However, students in the condition 
of neutral mood generated more drawbacks than benefits (Politis & Houtz, 2015). Therefore, the 
current study in relation to the literature confirms that when educators are in a positive mood 
solving problems are easy.  
In addition, results indicate that 53.7% of the sample in item B4 agree to being motivated by 
imagining a good outcome to the tasks they take on, whilst 38% strongly agree, 6.5% neither 
agree nor disagree and 1.9% disagree . Researchers argued that individuals and organisations 
ought to know how to encourage themselves and others efficiently in order to accomplish goals 
(Schroeder & Fishback, 2015). Self-motivation is a critical component of emotional intelligence, 
as per emotional intelligence specialist Daniel Goleman, because it tests one's ability to detect and 
control one's own emotions (Drigas & Papoutsi, 2018; Goleman, 2017).  Additionally, Ackerman 
(2019, para. 17) stresses that “if you believe you can do it, you have self-efficacy. If you believe 
99 
 
it will work, you have response efficacy which is the belief that the action you are taking will lead 
to the outcome you want. Therefore, if you believe it is worth it, you have weighed the cost against 
the consequences and decided the consequences outweigh the cost”.  
Studies from the University of Southern Mississippi have shown that those who ask themselves if 
they will perform a task will generally do better than those who say they will (University of Illinois 
at Urbana-Champaign, 2010). However, Victor Vroom's (1964) Expectancy Theory of Motivation 
outlines the three efforts that need to be executed, namely: 
 Expectancy. This is whether the individual believes that increased levels of effort will 
result in outcomes of interest such as performance or success; 
 Instrumentality. The extent to which the individual believes performance is connected, 
such as rewards, to subsequent outcomes; finally, 
 Valence. Individuals are concerned about the value of the rewards awaiting them as a result 
of performance hence anticipated satisfaction will result from an outcome (Parijat & 
Bagga, 2014).  
Therefore, the majority of educators in the current study in relation to the literature confirm that 
they are motivated by imagining a good outcome to the tasks they take on.  
Furthmore, results depict that 46.3% of the sample in item B5 agree on knowing why their 
emotions change, whilst 34.3% strongly agree, 14.8% neither agree nor disagree, 2.8% 
disagree and 1.9% strongly disagree. Many people agree that emotions can be triggered by a 
particular event and that the individual who experiences it is aware of the cause, such as the 
excitement of a child at the sound of an ice cream truck (Ruys & Stapel, 2008). Scientists however 
have hypotheised: “When emotions are full-blown, people become aware of their emotions by 
perceiving their own actions and bodily reactions”; likewise, when emotions are weak, people fail 
to notice their weakly-related actions and bodily reactions (Ruys & Stapel, 2008). However, 
recent research indicates that emotions can also be evoked and manipulated unconsciously 
(Schaefer, 2017).  
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Another example would be, when arriving at a holiday party, a close friend ignores you (Sutte, 
2019). The emotion that would erupt would be anger (Sutte, 2019). However, when you think 
differently about the case, such as the friend might have been busy with a host of responsibilities, 
this will calm you down and prevent you from acting out (Sutte, 2019). Therefore, the ability to 
manage difficult emotions and regulate emotions are related to a number of positive results, such 
as enhanced mental health, moral decision-making and memory, as well as general well-being 
(Sutte, 2019). Therefore, the majority of educators in the current study in relation to the literature 
confirm that they know why their emotions change which suggests that educators are aware of the 
events that trigger them.  
Additionally, results show that 54.6% of the sample in item B10 agree that they can tell how 
people are feeling by listening to their voice, whilst 30.6% strongly agree, 10.2% neither 
agree nor disagree, 3.7% disagree and 0.9% strongly disagree. New research in the American 
Psychology Journal indicated that voice could be a medium for emotion which is a better indicator 
than facial expression (Goldberg, 2017). The study compared various communication channels 
and how well people can read emotions based on those different channels (Goldberg, 2017). In 
particular, the researchers compared emotion recognition while interacting with someone regularly 
(using all channels of communication such as: voice, face and non-verbal) (Goldberg, 2017). All 
these channels were compared during interactions where the individual hears the voice in order 
to interpret emotions (Goldberg, 2017).  
Researchers discovered throughout their experiments that voice is the best channel as it was related 
to all communication channels. (Goldberg, 2017). However a new study by Yale University School 
of Management's Michael Kraus discovered that when it comes to accurately identifying emotion, 
our sense of hearing may be even better than our sight (Seppala, 2017).  Kraus found that “we are 
more accurate when we hear someone’s voice than when we look only at their facial expressions, 
or see their face and hear their voice” (Seppala, 2017, para. 6).  
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In other words, you might be able to sense the emotional state of somebody on the phone even 
better than in person (Seppala, 2017). Other research indicate that “we do not only detect basic 
emotional tone in the voice (for example, positive vs negative feelings or excitement vs calm); we 
are actually capable of detecting fine nuances” (Seppala, 2017, para. 3). In essence, knowing what 
people say and how they say it can result in better understanding of others at work or in one's 
personal relationships (Pomerantz, 2018). Therefore, the majority of educators in the current study 
in relation to the literature confirm that they can detect how people are feeling by listening to their 
voice.  
5.8.1.2 Regulation   
The table below summarises the scoring patterns for the theme of regulation.   
Table 5.15: Scoring Patterns (Regulation)  
 
    
 I have control 
over my 
emotions 
 I seek out 
activities that 
make me happy 
 I expect that I 
will do well on 
most things I 
try 
 I am aware of the 
non-verbal 
messages I send to 
others 
    B6 B7 B8 B11 
Strongly 
Disagree 
Count 1 0 1 1 
Row N % 0.9% 0.0% 0.9% 0.9% 
Disagree 
Count 3 0 3 6 
Row N % 2.8% 0.0% 2.8% 5.6% 
Neither 
Agree nor 
Disagree 
Count 21 7 10 15 
Row N % 19.4% 6.5% 9.3% 13.9% 
Agree 
Count 54 46 54 58 
Row N % 50.0% 42.6% 50.0% 53.7% 
Strongly 
Agree 
Count 29 55 40 28 
Row N % 26.9% 50.9% 37.0% 25.9% 
Chi Square  p-value 0.0000 0.0000 0.0000 0.0000 
 
The highlighted sig. values (p-values) are less than 0.05 (the level of significance); this implies 
that the distributions were not similar. That is, the differences between the way respondents scored 
(agree, neither agree nor disagree, disagree) were significant. 
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Graph 5.4: Graph Illustrating Scoring Patterns (Regulation)  
 
 
 
Results illustrate that 50% of the sample in item B6 agree that they have control over their 
emotions, whilst 26.9% strongly agree, 19.4% neither agree nor disagree, 2.8% disagree and 
0.9% strongly disagree. If individuals are unable to control their emotions, this means that given 
the setting, their reactions are disruptive or inappropriate (Krucik, 2015). Being unable to control 
emotions can be temporary, however, many people are constantly unable to control their emotions 
due to a chronic illness that may interfere with their daily lives which could be why 2.8% of 
educators in the current study disagree and 0.9% strongly disagree (Krucik, 2015). There is a high 
response rate in the current study which indicates that educators have control over their emotions.  
A new study found that people respond differently to an upsetting scenario and discovered that the 
intentions of people play an important role in how they react which affects their control in emotion 
(Shashkevich, 2019). It was further noted that people have more control over how their emotions 
are influenced than previously which is due to emotional regulation (Shashkevich, 2019). Being 
in control of one's emotions means maintaining personal composure in times of stress by choosing 
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which emotion is appropriate, when situations are uncertain, or when confronted with conflict 
(Anderson, 2019). This does not mean suppressing all emotions, but rather consciously choosing 
which emotions are appropriate in any given situation, and avoiding expressing extreme or 
negative emotions during times of pressure. 
Results indicate in item B7 that 50.9% strongly agree that they seek out activities that make 
them happy, whilst 42.6% agree and 6.5% neither agree nor disagree.  There are a variety of 
proven activities that make people happy (McKee, 2017; Duggal, 2018). People generally look for 
activities that make them happy if they experience negative emotions (McKee, 2017; Duggal, 
2018). According to Achor (2017), activities that are seen to be a therapeutic factor and have 
proven to make people happier consist of: exercise, music, performing acts of kindness, 
meditation, money spent on social activities and doing something that an individual is good at, for 
example cooking. It was further discovered by Achor (2017) that people who found something to 
look forward to, like thinking about when they are going to watch their favorite movie increased 
their happiness levels.  
Therefore, in terms of releasing ‘happiness chemicals’ in your brain, the expectation of something 
good to come can be as satisfying as the actual event (Achor, 2017). Additionally, research shows 
that going to a place of worship and exercising brings a disproportionate amount of happiness to 
people as it gives frequent and regular boosts to people (Barker, 2019). Stanford professor Jennifer 
Aaker cited in Barker (2019, para. 10) emphasises that “it is really that simple: the things that make 
you happy, do them more often”. Therefore, majority of educators in the current study indicate 
that they seek out activities that make them happy which suggests that they aim to have control 
over their happiness.  
In addition, results depict that 50% of the sample in item B8 agree that they expect they will 
do well on most things they try, whilst 37% strongly agree, 9.3% neither agree nor disagree, 
2.8% disagree and 0.9% strongly disagree . Individuals are naturally inclined to pin their hopes 
of happiness on expectations satisfied (Johnson, 2018). There is nothing wrong with this, as long 
as we have good reasons to believe that achieving an expectation would make us happy, and we 
are taking the necessary steps towards fulfilling them (Johnson, 2018). However, the problem of 
expectation occurs when we expect something to happen for that expectation without good reasons 
(Johnson, 2018). As explained by Johnson (2018, para. 4), “if I believe that my expectations alone 
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will bring me what I want, I am using magical thinking and setting myself up for disappointment”. 
Therefore, in relation to educators in the present study, majority of them are satisfied that they will 
expect to do well in most things they try.  
On the contrary, Rosenthal (1964) cited in Elgart (2017) conducted a great experiment on 
educators where it was found that expectations affect the moment-to-moment interactions of 
educators with the students they teach almost invisibly in a thousand ways. These include “giving 
students that they expect to succeed more time to answer questions, more specific feedback, and 
more approval such as touch, nod and smile at those kids more” (Elgart, 2017, p. 8). Pianta cited 
in Blazar & Kraft (2016) has studied educators for years, and discovered that it is difficult for 
educators to control and change their expectations. Therefore, the best approach is training 
educators with a whole new set of behaviours since the expectations of educators influence both 
their attitudes and the dynamics of the classroom. 
Furthermore, results show that 53.7% in item B11 agree that they are aware of the non-verbal 
messages they send to others, whilst 25.9% strongly agree, 13.9% neither agree nor disagree, 
5.6% disagree and 0.9% strongly disagree. While the key to success in both personal and 
professional relationships lies in your ability to communicate well, it is not the words that you use 
but your non-verbal cues that speak the loudest (Segal, Smith, Robinson & Boose, 2019). Whether 
you are aware of it or not, you are continually giving and receiving wordless signals when you 
interact with others which sends a strong message to the recipient (Segal et al., 2019). These non-
verbal signals (if you are silent or not) can ease people, build confidence, and attract others to you, 
or they can offend, confuse, and undermine what you are trying to convey (Segal et al., 2019). 
In certain instances, there may be two totally different aspects that come out of an 
individual's mouth and what you communicate through your body language (Segal et al., 2019). 
For example, if you say “yes” while shaking your head no, the listener has to choose whether to 
believe your verbal or non-verbal message when confronted with such mixed signals (Segal et al., 
2019). Due to body language being a natural, unconscious language that transmits your true 
emotions and intentions, the non-verbal message is likely to be chosen (Segal et al., Smith, 2019). 
The majority of the sample are aware of the non-verbal messages they send to others which suggest 
that they are aware of their emotions and how it influences people through emotional awareness.  
105 
 
5.8.1.3 Utilisation   
The table below summarises the scoring patterns for the theme of Utilisation.   
Table 5.16: Scoring Patterns (Utilisation)  
 
  
When I am in 
a positive 
mood, I am 
able to come 
up with new 
ideas 
When I feel a 
change in 
emotions, I 
tend to come up 
with new ideas 
I recognise the 
emotions 
people are 
experiencing 
by looking at 
their facial 
expressions 
I am aware of 
the non-
verbal 
messages 
other people 
send 
B2 B3 B9 B12 
Strongly Disagree 
Count 0 2 3 0 
Row N % 0.0% 1.9% 2.8% 0.0% 
Disagree 
Count 1 11 8 3 
Row N % 0.9% 10.2% 7.4% 2.8% 
Neither Agree nor 
Disagree 
Count 2 33 7 13 
Row N % 1.9% 30.6% 6.5% 12.0% 
Agree 
Count 47 47 60 66 
Row N % 43.5% 43.5% 55.6% 61.1% 
Strongly Agree 
Count 58 15 30 26 
Row N % 53.7% 13.9% 27.8% 24.1% 
Chi Square p-value 0.0000 0.0000 0.0000 0.0000 
 
The highlighted sig. values (p-values) are less than 0.05 (the level of significance), this implies 
that the distributions were not similar. That is, the differences between the way respondents scored 
(agree, neither agree nor disagree, disagree) were significant. 
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Graph 5.5: Graph Illustrating Scoring Patterns (Utilisation) 
 
 
 
Results illustrate that 53.7% of the sample in item B2 strongly agree that when in a positive 
mood, they are able to come up with new ideas, whilst 43.5% agree, 1.9% neither agree nor 
disagree and 0.9% disagree.  A study showed that more ideas were produced by positive mood 
participants in problem solving, problem finding, and innovative tasks than other participants 
(Kaufman, 2009). However, their results were not considered original or useful, whereas 
participants in the negative mood did not generate better quality ideas. It was concluded that 
“positive mood promotes creative problem solving under high satisficing conditions (generating a 
high number of solutions), whereas negative moods may facilitate task performance for more 
restrictive and optimising requirements (generating a few ideas in terms of quality)” (Kaufman, 
2009, p. 44). There is also confirmation that people who are in a good mood are creative especially 
when having to brainstorm as a team (Politis & Houtz, 2015). Majority of the participants in the 
current study indicate that they are able to come up with new ideas when in a positive mood.  
However, 43.5% of the sample in item B3 agree that when they feel a change in emotions, 
they tend to come with new ideas, whilst 30.6% neither agree nor disagree, 13.9% strongly 
agree, 10.2% disagree and 1.9% strongly disagree. As a person, in response to rapidly changing 
situations, you will feel a range of emotions throughout your life (Mead, 2019). No emotion is 
without a purpose hence we start exploring and understanding the purpose behind each emotion, 
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learning new ways to respond that support our emotional growth and sense of well-being (Mead, 
2019).  
When you are in a condition of depression, anxiety and  fear, you shut yourself off from seeing that 
there are many different directions you can go in, or decisions you can make, or alternatives you 
can explore (Berkessel, 2018). However, positive emotions expand your awareness and help you 
come up with, different possibilities for action (Berkessel, 2018). The majority of the sample agree 
that they are able to come up with new ideas when they feel a change in emotion which 
demonstrates that educators have an understanding of how to utilise each emotion.  
In addition, results depict that 55.6% of the sample in item B9 agree that they recognise the 
emotions people are experiencing by looking at their facial expressions, whilst 27.8% 
strongly agree, 7.4% disagree, 6.5% neither agree nor disagree and 2.8% strongly disagree. 
The expression on the face of a person can even help to determine whether we trust or believe 
what the individual says (Cherry, 2019). One study concluded that a slight raise of the eyebrow 
and a slight smile were the most trustworthy facial expression as it conveys friendliness and 
confidence (Cherry, 2019). Therefore, facial expressions can reveal our true feelings about a 
specific situation (Cherry, 2019). For example, if you say you are feeling fine, the look on your 
face may tell people otherwise (Cherry, 2019).  
Researcher Crivelli however discovered startling evidence whereby it showed Trobriand Islanders 
photographs of the standard Western face of fear and asked them to identify what they saw 
(Meyers, 2018). A scared expression was not seen by the Trobrianders, instead, they saw a threat 
or aggression expression (Meyers, 2018). In other words, what we think of as a universal 
expression of fear is not universal at all, as a result training is needed to help people improve their 
skills when recognising facial expressions (Meyers, 2018). The majority of the sample in the 
present study are able to recognise the emotions people are experiencing by looking at their facial 
expressions.   
Results also reflect that 61.1% of the sample in item B12 agree that they are aware of the 
non-verbal messages other people send, 24.1% strongly agree, 12.0% neither agree nor 
disagree and 2.8% disagree. Dr. Mehrabian cited in Smith (2020, para. 5) found that “your words 
account for only 7% of the message you convey. The remaining 93% is non-verbal. 55% of 
communication is based on what people see and the other 38% is transmitted through tone of 
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voice”.  Learning non-verbal signals can go a long way to help you communicate better with others 
and understand what others may try to convey (Cherry, 2019). While it may be tempting to pick 
apart signals one by one, it is important to look at these non-verbal signals in relation to verbal 
communication, other non-verbal signals, and the situation (Cherry, 2019).  
It is also crucial how people react to messages in all forms, so it is good to think about the many 
forms of non-verbal signals that people send at all times, including eye contact, handshakes, 
gestures, and facial expressions (Lepsinger, 2018). The majority of the sample in the current study 
are aware of the non-verbal messages other people send.  
5.8.2 Quality of Life   
This section will highlight the results in relation to the themes of quality of life.  
5.8.2.1 Physical health    
The table below summarises the scoring patterns for the theme of physical health.   
Table 5.17: Scoring Patterns (Physical health) 
 
  
 I have enough 
energy for my 
everyday life 
 I am satisfied with 
my sleep 
 I am satisfied 
with my capacity 
for work 
C13 C14 C15 
Strongly Disagree 
Count 2 7 1 
Row N % 1.9% 6.5% 0.9% 
Disagree 
Count 13 27 4 
Row N % 12.0% 25.0% 3.7% 
Neither Agree nor 
Disagree 
Count 19 20 12 
Row N % 17.6% 18.5% 11.1% 
Agree 
Count 51 36 66 
Row N % 47.2% 33.3% 61.1% 
Strongly Agree 
Count 23 18 25 
Row N % 21.3% 16.7% 23.1% 
Chi Square  p-value 0.0000 0.0000 0.0000 
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The highlighted sig. values (p-values) are less than 0.05 (the level of significance), this implies 
that the distributions were not similar. That is, the differences between the way respondents scored 
(agree, neither agree nor disagree, disagree) were significant. 
Graph 5.6: Graph Illustrating Scoring Patterns (Physical Health)  
 
 
 
Results illustrate that 47.2% of the sample in item C13 agree that they have enough energy 
for their everyday life, whilst 21.3% strongly agree, 17.6% neither agree nor disagree, 12% 
disagree and 1.9% strongly disagree . Literature showcases that sleep and exercise are crucial 
factors for enhancing energy (Rodriguez, 2019; Milbrand, 2018). A study published in the Journal 
of Sleep Research cited in Rodriguez (2019) found that the amount of physical activity is correlated 
not only with a significant reduction in the severity of symptoms of insomnia, but also with an 
elevation of mood that led to increased energy levels. Additionally, Milbrand (2018) discovered 
ten daily habits that naturally energetic people do: enough sleep, drinking plenty of water, taking 
breaks, work-out, eating the right foods, they take a stand, optimistic outlook, spending time 
outside, they reduce caffeine limit and lastly they cut back on their vices. Milbrand’s (2018) 
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findings can be the explanation to why the majority of the sample in the present study have enough 
energy for their everyday life.  
Further results indicate that 33.3% of the sample in item C14 agree that they are satisfied 
with their sleep whilst 25.0% disagree, 18.5% neither agree nor disagree, 16.7% strongly 
agree and 6.5% strongly disagree. Participants in a study who reported poor sleep satisfaction 
were more likely to be single and report poorer overall health compared to participants who were 
satisfied with their sleep quality (Abraham, Pu, Schleiden & Albert, 2017). Studies show that more 
sleep makes for a happier individual (Shin & Kim, 2018; Rubin, 2015). Cutting out sleep to get 
more work done is terrible for an individual’s health and will lead to much stress in the long run 
(Shin & Kim, 2018; Rubin, 2015).  
If an individual cannot squeeze in the time to sleep at night, then the individual needs to find time 
to take a ‘power nap’ during the day (Shin & Kim, 2018; Rubin, 2015). More sleep allows for the 
person’s brain to reset and process more information (Shin & Kim, 2018; Rubin, 2015). A rested 
brain is a brain that is more ready to deal with life’s challenges, especially stress management, 
emotional management, and social interactions (James, 2018). A lack of sleep can lead to an 
increase in anxiety, stress, and depression, while simultaneously decreasing an individual’s overall 
health (James, 2018; Shin & Kim, 2018). The findings in the current study in relation to the 
literature show that majority of the sample are satisfied with their sleep.  
Other results show that 61.1% of the sample in item C15 agree that they are satisfied with 
their capacity of work, whilst 23.1% strongly agree, 11.1% neither agree nor disagree, 3.7% 
disagree and 0.9% strongly disagree . Since work is an essential part of the lives of people and 
most people spend a large part of their working life at work, understanding the factors that 
contribute in job satisfaction is crucial to improving the performance and productivity of 
employees (Bockerman & Ilmakunnas, 2019). An analysis found that people with better 
working capacity would be more inclined to work longer (Bockerman & Ilmakunnas, 2019). 
Therefore, majority of the sample in the current study show that educators are satisfied with their 
work capacity which suggests certain aspects of job satisfaction.  
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5.8.2.2 Psychological Health   
The table below summarises the scoring patterns for the theme of psychological health.   
Table 5.18: Scoring Patterns (Psychological Health) 
 
  
I feel my life to 
be meaningful 
 I am able to 
concentrate 
 I often have 
negative feelings 
such as blue 
mood, despair, 
anxiety and 
depression 
C16 C17 C18 
Strongly Disagree 
Count 0 0 13 
Row N % 0.0% 0.0% 12.0% 
Disagree 
Count 0 0 26 
Row N % 0.0% 0.0% 24.1% 
Neither Agree nor 
Disagree 
Count 3 12 25 
Row N % 2.8% 11.1% 23.1% 
Agree 
Count 56 64 37 
Row N % 51.9% 59.3% 34.3% 
Strongly Agree 
Count 49 32 7 
Row N % 45.4% 29.6% 6.5% 
Chi Square  p-value 0.0000 0.0000 0.0000 
 
The highlighted sig. values (p-values) are less than 0.05 (the level of significance), this implies 
that the distributions were not similar. That is, the differences between the way respondents scored 
(agree, neither agree nor disagree, disagree) were significant. 
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Graph 5.7: Graph Illustrating Scoring Patterns (Psychological Health)  
 
 
  
Results illustrate that 51.9% of the sample in item C16 agree that they feel their lives to be 
meaningful, whilst 45.4% strongly agree and 2.8% neither agree nor disagree . Researchers 
found a relationship between having a strong sense of a meaningful life and a feeling of well-being 
in an analysis of 10,000 people in Hungary (Siegel, 2012). Researchers discovered that the 
meaning of life was related to physical and emotional well-being centred on the participants' self-
rating on statements such as “I feel my life is part of a larger plan” (Siegel, 2012). In addition, it 
also found that people who viewed their lives as having a stronger sense of meaning were more 
likely to protect their own lives (Siegel, 2012). For example, non-smokers and former smokers 
scored higher on a meaningful life than current smokers (Siegel, 2012). Other studies in contrast 
illustrated that activities which generated more positive emotions also increased the emotional 
experiences of people in their daily lives (Pezirkianidis, Stalikas, Efstathiou & Karakasidou, 2016). 
Therefore, in relation to the literature, the present study showcases that majority of the sample feel 
their lives to be meaningful which suggests that they feel the tasks that they execute adds overall 
value.  
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Further results indicate that 59.3% of the sample in item C17 agree that they are able to 
concentrate, whilst 29.6% strongly agree and 11.1% neither agree nor disagree . 
Concentration is relative to emotion, which is unconscious thinking about something (Tyng et al.,  
2017). That is, “you need to concentrate more if you are being emotional or not focused in order 
to stay in focus, so concentration might then be better defined as thinking under pressure, or 
thinking in the absence of emotion” (Pettinelli, 2015, p. 140). Therefore, someone who is really 
emotional will concentrate and work under pressure (due to the pressure from the emotion) and 
someone who is not emotional would concentrate without having to fight uncontrolled emotions 
or distractions (Pettinelli, 2015). Studies found that effective meditation improves concentration 
and mindfulness for effective learning and functioning of everyday life as emotions are aligned 
accordingly to the body (Norris, Creem, Hendler & Kober, 2018). Therefore, in relation to the 
literature, the present study indicates that the majority of the sample are able to concentrate.  
Additionally, results show that 34.3% of the sample in item C18 agree that they often have 
negative feelings such as blue mood, despair, anxiety and depression, whilst 24.1% disagree, 
23.1% neither agree nor disagree, 12.0% strongly disagree and 6.5% strongly agree.  People 
experience negative feelings in different ways and this may interfere with your day-to-day work, 
leading to lost time and reduced productivity (Legg, 2018). It also can influence relationships and 
some chronic health conditions (Legg, 2018). Studies show that females show more predominant 
emotions since they have less time to enjoy leisure activities as they remain busy with house chores 
resulting in less time to take care of themselves (Legg, 2018).  
 
 
 
 
 
 
 
114 
 
5.8.2.3 Social Relationships   
The table below summarises the scoring patterns for the theme of social relationships.   
Table 5.19: Scoring Patterns (Social Relationships)  
 
  
 I am satisfied 
with my personal 
relationships 
 I am satisfied with 
my sensual 
relationship 
 I am satisfied 
with the support I 
get from my 
friends 
C19 C20 C21 
Strongly Disagree 
Count 0 2 1 
Row N % 0.0% 1.9% 0.9% 
Disagree 
Count 4 3 2 
Row N % 3.7% 2.8% 1.9% 
Neither Agree nor 
Disagree 
Count 4 6 11 
Row N % 3.7% 5.6% 10.2% 
Agree 
Count 59 65 61 
Row N % 54.6% 60.2% 56.5% 
Strongly Agree 
Count 41 32 33 
Row N % 38.0% 29.6% 30.6% 
Chi Square  p-value 0.0000 0.0000 0.0000 
 
The highlighted sig. values (p-values) are less than 0.05 (the level of significance), this implies 
that the distributions were not similar. That is, the differences between the way respondents scored 
(agree, neither agree nor disagree, disagree) were significant. 
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Graph 5.8: Graph Illustrating Scoring Patterns (Social Relationships)  
 
 
 
Results illustrate that 54.6% of the sample in item C19 agree that they are satisfied with their 
personal relationships, whilst 38% strongly agree, 3.7% disagree and 3.7% neither agree nor 
disagree. Understanding the emotions of the people around us can improve our relationship skills, 
and therefore our ability to influence and communicate with others (Serrat, 2017). This comes 
through as an ability to read others’ feelings and reactions more accurately and effectively, thus 
adapting our approach and employing appropriate skills to handle the situation (Serrat, 2017; 
Mayer, 2014). This supports the present study by showcasing that the majority of the sample are 
satisfied with their personal relationships. Building on recent scholarship illustrating the 
separability of empathy for negative versus positive emotions of others, it was argued that both of 
these emphatic capabilities make a contribution to the quality of the relationship and that they do 
so through different paths (Andreychik, 2017).  
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Other results indicate that 60.2% of the sample in item C20 agree that they are satisfied with 
their sensual relationship, whilst 29.6% strongly agree, 5.6% neither agree nor disagree, 
2.8% disagree and 1.9% strongly disagree. A study of the work and sex habits of married 
employees found that those who prioritised sex at home unknowingly gave themselves a next-day 
advantage at work, where they were more likely to immerse themselves in their tasks and enjoy 
their work lives (Leavitt, Wagner, Barnes & Watkins, 2017). It is important to note that work is a 
facet that adds value to an employee’s meaning in life which has a ripple effect on the employee’s 
quality of life (Martela & Pessi, 2018; Geldenhuys, Laba & Venter, 2014). Leavitt et al. (2017, p. 
1) mentions that “maintaining a healthy relationship that includes a healthy sex life will help 
employees stay happy and engaged in their work, which benefits the employees and the 
organisations they work for”. This supports the present study by confirming that the majority of 
the sample are satisfied with their sensual relationships.  
Additionally, results show that 56.5% of the sample in item C21 agree that they are satisfied 
with the support they get from their friends, whilst 30.6% strongly agree, 10.2% neither 
agree nor disagree, 1.9% disagree and 0.9% strongly disagree. A study’s findings showed that 
friendship, in terms of intensity (measured by the frequency with which individuals see their 
friends) and quality (measured by the satisfaction with friendship relationships), is positively 
associated to life satisfaction (Amati et al., 2018). This confirms the present study which 
showcases that the majority of the sample are satisfied with their friendships. Therefore, friends 
become increasingly important to health and happiness as people age, according to new research 
in the Journal of Personal Relationships cited in MacMillan (2019). Results showed by having 
supportive friendships during one’s old age has been discovered to be a stronger predictor of well-
being than having strong family ties (McMillan, 2019).  
 
 
 
 
 
117 
 
5.8.2.4 Environmental health   
The table below summarises the scoring patterns for the theme of environmental health.  
Table 5.20: Scoring Patterns (Environmental health)  
 
  
 My physical 
environment is 
healthy 
 I have enough 
money to meet my 
needs 
 I am satisfied 
with my mode of 
transportation 
C22 C23 C24 
Strongly Disagree 
Count 1 5 4 
Row N % 0.9% 4.6% 3.7% 
Disagree 
Count 2 12 6 
Row N % 1.9% 11.1% 5.6% 
Neither Agree nor 
Disagree 
Count 13 17 9 
Row N % 12.0% 15.7% 8.3% 
Agree 
Count 59 52 50 
Row N % 54.6% 48.1% 46.3% 
Strongly Agree 
Count 33 22 39 
Row N % 30.6% 20.4% 36.1% 
Chi Square  p-value 0.0000 0.0000 0.0000 
 
The highlighted sig. values (p-values) are less than 0.05 (the level of significance), this implies 
that the distributions were not similar. That is, the differences between the way respondents scored 
(agree, neither agree nor disagree, disagree) were significant. 
 
 
 
 
 
 
 
 
118 
 
Graph 5.9: Graph Illustrating Scoring Patterns (Environmental Health) 
 
 
 
Results illustrate that 54.6% of the sample in item C22 agree that their physical environment 
is healthy, whilst 30.6% strongly agree 12% neither agree nor disagree, 1.9% disagree and 
0.9% strongly disagree. Great physical environments act as positive symbols and representations 
whilst poor physical spaces act as negative ones (Morgan, 2018). In relation to the present study, 
the majority of the sample agreed that their physical environment is healthy which indicates that 
they find positive attributes within the environment A study from the British Journal of 
Management cited in Morgan (2018) found that workers have a social identity with their work 
spaces, and the physical environment can have an effect on the psychological comfort of the 
employees working there. Morgan (2018, para. 1) emphasises that “we all want to spend our 
workdays in environments that energise and inspire us. These types of workspaces help us feel 
more creative and engaged”. 
 
0.9
4.6 3.7
1.9
11.1
5.6
12.0
15.7
8.3
54.6
48.1
46.3
30.6
20.4
36.1
0.0
10.0
20.0
30.0
40.0
50.0
60.0
C22 C23 C24
P
er
ce
n
t
Strongly Disagree Disagree Neither Agree nor Disagree Agree Strongly Agree
119 
 
Further results indicate that 48.1% of the sample in item C23 agree that they have enough 
money to meet their needs, whilst 20.4% strongly agree, 15.7% neither agree nor disagree, 
11.1% disagree and 4.6% strongly disagree . Scientists conducted numerous studies, online as 
well as in-person, and discovered that if you want to become a happier person and you are already 
making enough money to provide the basic needs, you should start placing more value on time 
(Oppong, 2019). Maslow (1942) proposed that human needs can be arranged in a hierarchy of 
potency and priorities, the lower needs being more potent (basic needs) and therefore tending to 
take precedence over the higher ones in need of gratification (Raue et al., 2019). In relation to the 
present study, majority of the sample agree that they have enough money to meet their needs.  
Additionally, results show that 46.3% of the sample in item C24 agree that they are satisfied 
with their mode of transport, whilst 36.1% strongly agree, 8.3% neither agree nor disagree, 
5.6% disagree and 3.7% strongly disagree. It is suggested that commuting characteristics, 
including mode choice, congestion, and level of services of transit, all directly influence commuter 
satisfaction (Ye & Titheridge, 2016). In relation to the present study, the majority of the sample 
are satisfied with their mode of transport. Attitudes have both direct and indirect effects on 
commuter satisfaction, while the built environment only has indirect effects through influencing 
commuting characteristics (Ye & Titheridge, 2016). A study found that perceptions whereby the 
commuter has value other than arriving at a destination significantly increases satisfaction, for all 
modes of transport (Louis, Manaugh, Lierop, & Geneidy, 2014).  
 
5.9 HYPOTHESIS TESTING   
 
The traditional approach to reporting a result requires a statement of statistical significance. A p 
value is generated from a test statistic. A significant result is indicated with “p < 0.05”. A second 
Chi-square test was performed to determine whether there was a statistically significant 
relationship between the variables (rows vs columns). The null hypothesis states that there is no 
association between the two. The alternate hypothesis indicates that there is an association. The 
table summarised the results of the chi-square tests (Refer to Appendix E). It must be noted that 
all p-values more than 0.05 do not have a significant difference.  
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 When I am in a positive mood, solving problems is easy for me 
Table 5.21: When I am in a Positive Mood, Solving Problems is Easy for Me * Gender    
 
 
Gender 
Total 
Male Female 
When I am in a 
positive mood, 
solving problems 
is easy for me 
Strongly 
Disagree 
Count 1 0 1 
% within Gender 5.3% 0.0% 0.9% 
Disagree 
Count 1 0 1 
% within Gender 5.3% 0.0% 0.9% 
Neither Agree 
nor Disagree 
Count 0 4 4 
% within Gender 0.0% 4.5% 3.7% 
Agree 
Count 8 45 53 
% within Gender 42.1% 50.6% 49.1% 
Strongly 
Agree 
Count 9 40 49 
% within Gender 47.4% 44.9% 45.4% 
Total Count 19 89 108 
% within Gender 100.0% 100.0% 100.0% 
 
There is a significant difference between gender (p = 0.033) and solving problems is easy for me 
when in a positive mood. 42.1% males and 50.6% of females agree that solving problems is easy 
when a positive mood, whilst 47.4% males and 44.9% females strongly agree that solving 
problems is easy when in a positive mood. Table 5.21 in relation to the literature showcases that 
females are the dominant gender as compared to males with it being a ratio of 19:89. This suggests 
that females are better problem solvers as compared to males due to their brain components 
functioning differently (Castano, 2017; Keller, 2019).  
Being in a positive mood allows both genders to solve problems (Keller, 2019). However, medical 
research and facts have shown that the brain of women and men function differently and that the 
difference in a diverse problem management team can be a huge advantage. (Castano, 2017). It is 
not that the brain of one gender is better than the other, but that they can obtain the best results 
together (Castano, 2017; Keller, 2019). Multiple scientific research types have illustrated that 
while men have a slightly larger brain mass than women, they usually rely primarily on their brain's 
left side to solve problems that involve utilising logic (Castano, 2017; Keller, 2019).   
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Another study showed that the part of the brain that is responsible for problem-solving and 
decision-making is actually larger in women (Castano, 2017; Keller, 2019). Therefore, it is argued 
that women can more conveniently tap into the right side of the brain, which is responsible for the 
process of creative thinking and judgment (Castano, 2017; Keller, 2019).  
One needs to also keep in mind that women are more often open to communication and discussion 
than their male counterparts (Castano, 2017; Keller, 2019). It means that they usually talk 
through their problems to others, discussing the situation in depth, and how it can be solved 
(Castano, 2017; Keller, 2019). The study further notes that with females being better problem 
solvers, they should be given a chance to enter managerial postions considering males are 
dominant in managerial positions.  
 I often have negative feelings such as blue mood, despair, anxiety and depression 
Table 5.22 I Often have Negative Feelings such as Blue Mood, Despair, Anxiety and 
Depression * Race   
 
 
Race Total 
African White Indian  
I often have 
negative 
feelings such 
as blue mood, 
despair, 
anxiety and 
depression 
Strongly 
Disagree 
Count 2 0 11 13 
% within Race 11.1% 0.0% 12.4% 12.0% 
Disagree 
Count 3 0 23 26 
% within Race 16.7% 0.0% 25.8% 24.1% 
Neither Agree 
nor Disagree 
Count 2 0 23 25 
% within Race 11.1% 0.0% 25.8% 23.1% 
Agree 
Count 9 0 28 37 
% within Race 50.0% 0.0% 31.5% 34.3% 
Strongly 
Agree 
Count 2 1 4 7 
% within Race 11.1% 100.0% 4.5% 6.5% 
Total Count 18 1 89 108 
% within Race 100.0% 100.0% 100.0% 100.0% 
 
There is a significant difference between race (p = 0.015) and I often have negative feelings such 
as blue mood, despair, anxiety and depression. From Table 5.22, 50% African educators and 31.5% 
of Indian educators agree that they often have negative feelings such as blue mood, despair, anxiety 
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and depression. However, 16.7% of African educators and 25.8% of Indian educators disagree that 
they often have negative feelings such as blue mood, despair, anxiety and depression. 
Depression affects all races, all ethnic and geographic locations as well as all age groups (Bailey, 
Mokonogho & Kumar, 2019; Sohail, Bailey & Richie, 2014). A study confirmed that all blacks 
(Africans, Coloreds and Indians) initially report higher levels of non-specific distress and hostility 
than Whites (Jackson, Williams, Stein, Herman, Williams, Deidre & Redmond, 2010). However, 
only when social stressors are considered do we find few differences in psychological distress 
between Africans and Whites (Jackson et al., 2010). According to the social stress perspective, 
Pearlin (1989) cited in Jackson et al. (2010) stresses that we would expect some residual effects of 
apartheid and many scholars have discussed the ‘continuous traumatic stress’ of apartheid.  
Although the prevalence of depression and blue mood amongst black South Africans is largely 
uninvestigated due to problems relating to language and cultural differences,  studies that have 
been done indicate that the numbers are significantly high (South African Depression & Anxiety 
Group, 2019). Dr Sebolelo Seape stated that “most black patients tend to focus on the physical 
symptoms of depression rather than reporting how they feel emotionally” (South African 
Depression & Anxiety Group, 2019, para. 2). Therefore, the study concludes that blue mood, 
despair, anxiety and depression are more prevalent for Africans due to their strict cultural 
backgrounds and the ‘continuous traumatic stress’ from the Apartheid regime which still affects 
the lack of opportunities due to an imbalance in race despite various equity policies being 
implemented.  
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 I feel my life to be meaningful  
Table 5.23 I Feel my Life to be Meaningful * Employment Status 
 
  
Employment Status 
Total 
Full-time Part-time 
I feel my life 
to be 
meaningful 
Neither Agree 
nor Disagree 
Count 2 1 3 
% within Employment Status 1.9% 25.0% 2.8% 
Agree 
Count 53 3 56 
% within Employment Status 51.0% 75.0% 51.9% 
Strongly 
Agree 
Count 49 0 49 
% within Employment Status 47.1% 0.0% 45.4% 
Total Count 104 4 108 
% within Employment Status 100.0% 100.0% 100.0% 
 
There is a significant difference between employment status (p = 0.008) and I feel my life to be 
meaningful. Findings indicate that 51% of full time educators and 75% of part time educators agree 
that they felt their lives to be meaningful; whilst 47.1% of full time educators strongly agree that 
they felt their lives to be meaningful. A study revealed that the participants conceptualise meaning 
as purpose and significance, and that the main work-related sources of meaning include knowledge 
transfer and making a positive difference in the lives of learners (Fourie & Deacon, 2015). In an 
educator, altruism is an important aspect as it is an attitude that pays attention to the well-being of 
others without regard to the self, which is a characteristic that makes educators choose this 
profession (Friedman, 2016). It is therefore suggested that altruism may be regarded as a factor for 
motivating people to opt for teaching as a career, and that altruistic expectations can predict 
educators’ classroom behaviour. Hence this allows students to perform well and this then has a 
ripple effect on the educators’ meaning of life (Martela & Pessi, 2018).  
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 I am satisfied with my sensual relationship  
Table 5.24 I am Satisfied with my Sensual Relationship * Marital status  
   
  
Marital Status 
Total 
Single 
Marri
ed 
Wido
wed 
Divor
ced 
Separ
ated 
I am 
satisfied 
with my 
sensual 
relation
ship 
Strongly 
Disagree 
Count 1 0 0 1 0 2 
% within Marital 
Status 
2.9% 0.0% 0.0% 16.7% 0.0% 1.9% 
Disagree 
Count 3 0 0 0 0 3 
% within Marital 
Status 
8.6% 0.0% 0.0% 0.0% 0.0% 2.8% 
Neither 
Agree nor 
Disagree 
Count 1 2 1 0 2 6 
% within Marital 
Status 
2.9% 3.4% 20.0% 0.0% 66.7% 5.6% 
Agree 
Count 22 36 2 4 1 65 
% within Marital 
Status 
62.9% 61.0% 40.0% 66.7% 33.3% 60.2% 
Strongly 
Agree 
Count 8 21 2 1 0 32 
% within Marital 
Status 
22.9% 35.6% 40.0% 16.7% 0.0% 29.6% 
Total Count 35 59 5 6 3 108 
% within Marital 
Status 
100.0
% 
100.0
% 
100.0
% 
100.0
% 
100.0
% 
100.0
% 
 
There is a significant difference between marital status (p = 0.000) and I am satisfied with my 
sensual relationship. Findings in Table 5.24 illustrate that 62.9% of single educators agree whilst 
61% of married educators agree that they are satisfied with their sensual relationships. 
Additionally, 22.9% of single educators and 35.6% of married educators strongly agree that they 
are satisfied with their sensual relationships. These results in conjunction with the literature 
emphasises that employees are satisfied with their sensual relationships.  
There have been periods when sensual relationships were not discussed because women were 
supposed to simply tolerate the experience, and it was deemed scandalous to engage in sex before 
marriage and many other permutations (DePaulo, 2018). Now the should-scale has tipped in 
another direction whereby both women and men want and crave sensual relationships, whether 
individuals are married or single (DePaulo, 2018). Thus a particular stereotype of singles has been 
shaped and strengthened by the relentless feting of sensual relationships and the relentless 
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sexualisation of society (DePaulo, 2018). Therefore, for single people their lives are driven by 
sensual relationships more than those of married people.  
However, a study of the work and sex habits of married employees found that those who prioritised 
sex at home unknowingly gave themselves a next-day advantage at work, where they were more 
likely to immerse themselves in their tasks and enjoy their work lives (Leavitt et al., 2017). It is 
important to note that work is a facet that adds value to an employee’s meaning in life which has 
a ripple effect on the employee’s quality of life (Martela & Pessi, 2018; Geldenhuys et al., 2014).  
 I am satisfied with my sensual relationship  
Table 5.25 I am Satisfied with my Sensual Relationship * Number of Years in the Teaching 
Profession     
 
 
Number of Years in the Teaching 
Profession 
Total 
< 1 1 - 2 3 – 5 
6 - 
10 
> 10 
I am 
satisfied 
with my 
sensual 
relationship 
Strongly 
Disagree 
Count 1 1 0 0 0 2 
% within Number of Years 
in the Teaching Profession 
33.3
% 
7.7% 0.0% 0.0% 0.0% 1.9% 
Disagree 
Count 0 0 3 0 0 3 
% within Number of Years 
in the Teaching Profession 
0.0% 0.0% 
12.5
% 
0.0% 0.0% 2.8% 
Neither 
Agree nor 
Disagree 
Count 1 1 0 1 3 6 
% within Number of Years 
in the Teaching Profession 
33.3
% 
7.7% 0.0% 8.3% 5.4% 5.6% 
Agree 
Count 1 8 15 5 36 65 
% within Number of Years 
in the Teaching Profession 
33.3
% 
61.5
% 
62.5
% 
41.7
% 
64.3
% 
60.2
% 
Strongly 
Agree 
Count 0 3 6 6 17 32 
% within Number of Years 
in the Teaching Profession 
0.0% 
23.1
% 
25.0
% 
50.0
% 
30.4
% 
29.6
% 
Total Count 3 13 24 12 56 108 
% within Number of Years 
in the Teaching Profession 
100.
0% 
100.
0% 
100.
0% 
100.
0% 
100.
0% 
100.
0% 
 
There is a significant difference between number of years in the teaching profession (p = 0.001) 
and I am satisfied with my sensual relationship. Results indicate that the majority of the sample 
came from 64.3% of educators with more than 10 years in the teaching profession who agree that 
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they are satisfied with their sensual relationships, whilst 30.4% strongly agree. This can be 
supported by new research published in the Journal of Management whereby having sex can 
improve your performance and satisfaction at work (June, 2017, Fellizar, 2017). Researchers 
tracked 159 married employees over two weeks asking them to complete two brief surveys every 
day in order to understand the impact of sensual relationships on work (June, 2017, Fellizar, 2017). 
Researchers discovered that the next day more positive moods were documented by employees 
who engaged in sex; and indeed the elevated morning mood rates resulted in more sustained work 
engagement and job satisfaction throughout the working day (June, 2017; Fellizar, 2017). The 
effect, which appears to linger for at least 24 hours, was equally strong for both men and women 
and was present even after researchers took into account marital satisfaction and sleep quality, 
which are two common predictors of daily mood (June, 2017; Fellizar, 2017).  
 When I am in a positive mood, solving problems is easy for me 
Table 5.26 When I am in a Positive Mood, Solving Problems is Easy for me * Your Highest 
Level of Completed Education         
 
 
Your Highest Level of Completed Education 
Total Diploma/ 
Certificate 
Undergrad
uate 
Degree 
Honours 
Degree 
Other 
When I 
am in a 
positive 
mood, 
solving 
problems 
is easy 
for me 
Strongly 
Disagree 
Count 0 0 0 1 1 
% within Your Highest Level 
of Completed Education 
0.0% 0.0% 0.0% 20.0% 0.9% 
Disagree 
Count 0 0 1 0 1 
% within Your Highest Level 
of Completed Education 
0.0% 0.0% 2.7% 0.0% 0.9% 
Neither 
Agree 
nor 
Disagree 
Count 1 3 0 0 4 
% within Your Highest Level 
of Completed Education 3.4% 8.1% 0.0% 0.0% 3.7% 
Agree 
Count 18 17 18 0 53 
% within Your Highest Level 
of Completed Education 
62.1% 45.9% 48.6% 0.0% 49.1% 
Strongly 
Agree 
Count 10 17 18 4 49 
% within Your Highest Level 
of Completed Education 
34.5% 45.9% 48.6% 80.0% 45.4% 
Total Count 29 37 37 5 108 
% within Your Highest Level 
of Completed Education 
100.0% 100.0% 100.0% 100.0% 100.0% 
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There is a significant difference between highest levels of completed education (p = 0.002) and 
when I am in a positive mood, solving problems is easy for me. Results indicate that 34.5% of 
educators with a Diploma/certificate, 45.9% with an Undergraduate degree and 48.6% with an 
Honours degree strongly agree that when they are in a positive mood, solving problems is easy for 
them. Life-long learning is not anymore an option as it is a rooted style of doing things (Koziolek, 
Chechurin & Collan, 2018). One of the reasons is due to cultural shifts that has happened and the 
moving of our minds towards self and guided learning (Koziolek et al., 2018). Employers expect 
their future workers to be prepared, even if the person does not obtain the required knowledge and 
skills in an educational institution. That is why job seekers are ready to study by themselves via 
online learning in order to satisfy the expectations of the organisation or choose to go to an 
educational institution to obtain the relevant educational qualification (Koziolek et al., 2018).  
Therefore, despite the level of educational qualification obtained, it provides an individual with 
key competencies to solve problems (Walburg, 2018). However, utilising these key competencies 
with emotional intelligence allows for better problem solving as one is coupled with many 
solutions once they have analysed the problem in a positive mood (Walburg, 2018, Deniz, 2013). 
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 When I am in a positive mood, solving problems is easy for me 
Table 5.27 When I am in a Positive Mood, Solving Problems is Easy for me * Level (S) 
Currently Teaching 
 
 
Level (s) Currently Teaching 
Total 
Primary Junior 
Interme
diate 
Senior Other 
When I 
am in a 
positive 
mood, 
solving 
problem
s is easy 
for me 
Strongly 
Disagree 
Count 0 0 0 0 1 1 
% within Level 
(s) currently 
Teaching 
0.0% 0.0% 0.0% 0.0% 50.0% 0.9% 
Disagree 
Count 0 0 0 1 0 1 
% within Level 
(s) currently 
Teaching 
0.0% 0.0% 0.0% 2.9% 0.0% 0.9% 
Neither 
Agree nor 
Disagree 
Count 2 0 1 1 0 4 
% within Level 
(s) currently 
Teaching 
6.3% 0.0% 4.0% 2.9% 0.0% 3.7% 
Agree 
Count 14 10 13 15 1 53 
% within Level 
(s) currently 
Teaching 
43.8% 66.7% 52.0% 44.1% 50.0% 49.1% 
Strongly 
Agree 
Count 16 5 11 17 0 49 
% within Level 
(s) currently 
Teaching 
50.0% 33.3% 44.0% 50.0% 0.0% 45.4% 
Total Count 32 15 25 34 2 108 
% within Level 
(s) currently 
Teaching 
100.0% 100.0% 100.0% 100.0% 100.0% 
100.0
% 
 
There is a significant difference between level(s) currently teaching (p = 0.00) and when I am in a 
positive mood, solving problems is easy for me. Results indicate that 43.8% of educators in 
Primary level, 66.7% in Junior level, 52% in Intermediate and 50% in the Senior level agree that 
when they are in a positive mood, solving problems are easy. Studies have shown that when 
educators have a positive mood coupled with emotional teaching practices, they become effective 
problem solvers, especially in the classroom environment when it involves behaviour and 
happiness (Blazar & Kraft, 2017; Young, 2014). Therefore the study notes that problem solving is 
influenced by emotional intelligence. It does not matter what level the educator teaches, as 
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emotional intelligence can be executed in all teaching levels provided the educator has developed 
the key competencies for emotional intelligence. 
5.10 CORRELATIONS   
 
Bivariate correlation was also performed on the (ordinal) data. The results are found on Appendix 
F. The results indicate the following patterns:  
 Positive values indicate a directly proportional relationship between the variables and a 
negative value indicates an inverse relationship;  
 All significant relationships are indicated by a * or **; and, 
 All negative values are indicated with a “-“ sign which means that the variables had an 
opposite effect on each other.   
The study highlights several significant relationships. They are as follows:  
 When I am in a positive mood, solving problems is easy for me and “When I am in a 
positive mood, I am able to come up with new ideas”; “I motivate myself by imagining a 
good outcome to tasks I take on”; and “I am able to concentrate”.  
  When I am in a positive mood, I am able to come up with new ideas  and “I seek out 
activities that make me happy”; “I expect that I will do well on most things I try”; “I am 
satisfied with my capacity for work”; and “I am able to concentrate”.  
 When I feel a change in emotions, I tend to come up with new ideas and “I know why 
my emotions change”; “I have control over my emotions”; “I seek out activities that make 
me happy”; and, “I expect that I will do well on most things I try”.  
 I motivate myself by imagining a good outcome to tasks I take on and “I am satisfied 
with my capacity for work”; “I know why my emotions change”; “I have control over my 
emotions”; and, “I expect that I will do well on most things I try”.  
 I know why my emotions change and “I have control over my emotions”; and “I seek out 
activities that make me happy”.  
 I have control over my emotions and “I expect that I will do well on most things I try”; 
and “I am aware of the non-verbal messages I send to others”.  
 I seek out activities that make me happy and “I expect that I will do well on most things 
I try”;“I have enough energy for my everyday life”;“I am satisfied with my sleep”;“I am 
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satisfied with my capacity for work”;“I feel my life to be meaningful”’ and, “I am able to 
concentrate”.  
 I expect that I will do well on most things I try and “I am satisfied with my capacity for 
work”; and, “I am able to concentrate”.  
 I recognise the emotions people are experiencing by looking at their facial expressions  
and “I can tell how people are feeling by listening to the tone of their voice”; “I am aware 
of the non-verbal messages I send to others”; and, “I am aware of the non-verbal messages 
other people send”. 
 I can tell how people are feeling by listening to the tone of their voice  and “I am aware 
of the non-verbal messages other people send”; and, “I am aware of the non-verbal 
messages I send to others”.  
 I am aware of the non-verbal messages I send to others and “I am aware of the non-
verbal messages other people send”; “I am satisfied with my personal relationships”; “I am 
satisfied with my sensual relationship”; and, “I am satisfied with the support I get from my 
friends”.  
  I am aware of the non-verbal messages other people send and “I am satisfied with my 
personal relationships”; and “I am satisfied with my sensual relationship”.  
 I have enough energy for my everyday life and “I am satisfied with my sleep”; “I am 
satisfied with my capacity for work”;“I feel my life to be meaningful”; “I am able to 
concentrate”; “I am satisfied with my personal relationships”; “I am satisfied with my 
sensual relationship” ; and,“I am satisfied with the support I get from my friends”. 
  I am satisfied with my sleep and “I am satisfied with my capacity for work”; “I feel my 
life to be meaningful”; “I am able to concentrate”; and, “I am satisfied with my sensual 
relationship”.  
 I am satisfied with my capacity for work and I feel my life to be meaningful”; “I am able 
to concentrate”; and, “I am satisfied with my personal relationships”. 
  I feel my life to be meaningful and “I am able to concentrate; “I am satisfied with my 
personal relationships”; “I am satisfied with my sensual relationship”; and, “I am satisfied 
with the support I get from my friends”.  
 I am able to concentrate and“I am satisfied with my personal relationships”; and, “I am 
satisfied with the support I get from my friends”. 
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 I am satisfied with my personal relationships and “I am satisfied with the support I get 
from my friends”; and, “My physical environment is healthy”.  
 I am satisfied with the support I get from my friends and “My physical environment is 
healthy”.  
 I have enough money to meet my needs and “I am satisfied with my mode of 
transportation”.  
The study had a few inverse relationships. They are as follows: 
  I often have negative feelings such as blue mood, despair, anxiety and depression and 
“My physical environment is healthy”; and,“I am satisfied with my sensual relationship” 
 When I am in a positive mood, solving problems is easy for me  and “I often have 
negative feelings such as blue mood, despair, anxiety and depression”.  
 I seek out activities that make me happy and “I often have negative feelings such as blue 
mood, despair, anxiety and depression”.  
 I am satisfied with my sleep and “I often have negative feelings such as blue mood, 
despair, anxiety and depression”.  
 I am satisfied with my capacity for work and “I often have negative feelings such as blue 
mood, despair, anxiety and depression”.  
 I feel my life to be meaningful and “I often have negative feelings such as blue mood, 
despair, anxiety and depression”.  
 
5.11 CONCLUSION   
 
The chapter presented the results and findings of this study. In order to ensure precision, reliability 
and validity was performed which indicated a degree of acceptability. Thereafter, descriptive 
statistics focused on biographical characteristics which were presented in the form of graphs, tables 
and pie-charts. This was then followed by inferential statistics which comprised analysing scoring 
patterns of the respondents per variable per section.  
The results were first presented in the form of summarised percentages and then it was further 
analysed according to the importance of the statements. Furthermore, hypothesis testing consisted 
of using the Chi-square test to determine whether there was a statistically significant relationship 
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between the variables. Lastly, a bivariate correlation was performed on the ordinal data to find 
whether there was a significant relationship between the two variables. In the next chapter, the 
study draws an overall conclusion by discussing significant themes in relation to the study. 
Thereafter, the study highlights recommendations for key stakeholders in the educational fraternity 
and provides recommendations for future research.  
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CHAPTER SIX: CONCLUSION AND RECOMMENDATIONS 
 
6.1 INTRODUCTION   
 
The study has thus far analysed and examined both variables (emotional intelligence and the 
quality of life) in relation to school educators. The findings and literature showcased how 
emotional intelligence is a tool for facilitating the facets of the quality of life for educators. 
Literature had pointed out that emotional intelligence can be developed for those educators who 
are having difficulties managing the demands from their profession. Therefore, the aim of this 
chapter is to draw conclusions from the study. Based on the findings from the research, 
recommendations will be designed for each stakeholder in the educational fratenity to implement. 
Lastly, the considerations for future research will be discussed.  
  
6.2 CONCLUSION   
 
Various hypotheses were put forth in the study. As a result, a discussion in respect of each 
hypothesis with its relevant dimensions follow. A detailed summary of the significant relationships 
are collated and appear in Chapter Five of the dissertation and in Appendix F.   
6.2.1 Hypothesis One: There is a Significant Relationship Between Emotional Intelligence 
and Quality of Life of Educators in the Pinetown District (Reservoir Hills)  
6.2.1.1 Positive mood and good outcomes  
As discussed in the literature review, it was noted that emotional intelligence is a gateway to a 
balanced life as it is essential to every aspect of life (Pavliscak, 2018; Olawoyin, 2018; 
Vijayalakshmi, 2017). To reiterate, emotional intelligence people can capitalise fully upon their 
changing moods in order to best fit the task they have at hand (Ludovino, 2017). When an educator 
is able to comprehend which mood is best for a certain type of thinking, it allows the educator to 
improve his or her learning by utilising the right mood with the ability to influence others’ 
emotions and the environment around them (Tyng et al., 2017; Segal, 2015).   
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Many researchers argue whether it is better to complete a task at hand in a good mood or in sad 
mood (Ludovino, 2017; Bergin, 2014). This depends on what one needs in order to complete the 
task at hand (Ludovino, 2017; Bergin, 2014). For instance, if an individual needs to look for a 
solution to a problem and think out of the box, a happy positive mood is the best one (Ludovino, 
2017; Weiten et al., 2016). Contrary to the hypothesised association, if people have a blue mood 
or feel negative they execute attention to detail and look for errors (Ludovino, 2017; Weiten et al., 
2016). Being in a slightly sad mood helps people conduct careful methodical work (Ludovino, 
2017). This approach of thinking from the bottom up helps the deductive reasoning of an individual 
(Demetriou, Spanoudis, Zebec, Andreou, Golino & Kazi, 2018; Sherry, 2018).   
New research presented that being in a sad mood can improve the executive functioning of some 
people, such as their ability to focus, manage time, and prioritisation of tasks (Drigas, Karyotaki 
& Skianis, 2017). The results found that in some situations a good mood had a negative impact 
(Drigas et al., 2017). Gabel and McAuley (2018) examined how emotional reactivity within us 
influenced how our mood affects the types of thinking skills we need in order to navigate life's 
daily demands and stresses. Emotional reactivity can be described as the sensitivity, intensity and 
duration of our emotional responses associated with our mood (Shapero, Abramson & Alloy, 2015; 
Gabel & McAuley, 2018).  
It was gathered from the results that for some people, a bad mood may help refine the kind of 
thinking skills that are essential for everyday life (Gabel & McAuley, 2018). For example, a study 
concluded that high-reactive individuals have strong, powerful, and lasting emotional responses, 
especially if experiencing a bad mood, individuals performed better on executive function tasks 
(Gabel & McAuley, 2018). On the contrary, the opposite effect was shown by low-reactive people 
with bad moods correlated with worse executive functioning (Gabel & McAuley, 2018). This 
result trend supports the view that a bad mood can help with some executive skills but only for 
more emotionally reactive people (Gabel & McAuley, 2018; Bariso, 2018).  
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As a result, such individual differences ultimately have consequences in the development of mental 
health (Gabel & McAuley, 2018; Bariso, 2018). However, to understand the relationship, 
additional research is needed, but a few studies suggest that high-reactive individuals are more 
used to experiencing negative emotions (Lea, Davis, Mahoney & Qualter, 2019; Young, Sandman 
& Craske, 2019). As such, people can find bad moods less stressful as opposed to lower-reactive 
individuals (Lea et al., 2019; Young et al., 2019).  
In relation to the current hypothesis, a happy mood is very helpful as it expands an individual’s 
thinking and enables the individual to ponder out the box since it stimulates creative and innovative 
thinking (Politis & Houtz, 2015). It was counter argued when in a happy mood, the drawback to 
thinking is that individuals tend to make more mistakes in problem-solving; hence it must be under 
moderation (Politis & Houtz, 2015). However, studies have indicated that this top-down method 
of thinking when in a positive mood helps with the individual’s inductive reasoning (Tyng et al., 
2017; Politis & Houtz, 2015). When brainstorming, one needs to be energised when developing 
new ideas, solutions, and making smart decisions, as this will influence the individual to be more 
innovative (Politis & Houtz, 2015). This in turn, motivates the individual and their team (Politis 
& Houtz, 2015).    
The study suggests that people attempt to put themselves in a positive mood unconsciously in order 
to allow stimulation for thinking. In relation to educators, throughout their participation in a six-
week summer professional development course, a study examined the emotional motives, and 
improvements of educators in classroom training. Overall, the findings of the study confirmed that 
emotions played a significant role in the engagement of educators in the Research Experience for 
Teachers (RET) course and prompted improvements in the thinking of educators and their teaching 
strategies being implemented (Thomson & Turner, 2019). All participants reported that they felt 
negative emotions primarily before beginning the RET programme (Thomson & Turner, 2019). 
Feeling overwhelmed was almost a constant state during their course participation, because the 
course was challenging due to its complicated content, structure, and participants realised how 
much valuable information was out there (Thomson & Turner, 2019). This could be a reason why 
South African educators also encounter similar feelings when new changes are brought upon them.   
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Nevertheless, positive associations have been identified among the motives and feelings of 
educators regarding their perception of personal development as well as improvements in their 
teaching practices (Thomson & Turner, 2019). Additionally, majority of the participants reported 
positive emotions such as becoming ‘excited’, ‘inspired’, and ‘determined’ being the most 
experienced emotions before and after their participation in the RET course (Thomson & Turner, 
2019). This suggests that educators were going into the experience with high expectations, which 
resulted in these expectations being met as they were looking forward to utilising the knowledge 
they had learned (Thomson & Turner, 2019). As a result, the motivation towards educators can 
influence their emotion, for example, when educators feel motivated and excited to try new ideas, 
they then feel pleased seeing their students perform positively as a result of their efforts.  
Another study illustrated that a conducive environment coupled with positive emotions create a 
good platform for teaching and learning. The study described the effects of educators’ emotions in 
learning and teaching in the Foundation Phase (Makhwathana, Mudzielwana, Mulovhedzi & 
Mudau, 2017). It was found that positive emotions made teaching effective and negative emotions 
made educators to lose control, shout, and become careless when talking (Makhwathana et al., 
2017). Educators’ negative emotions made learners feel humiliated, scared and ultimately 
withdrew from talking during their learning (Makhwathana et al., 2017). Furthermore, it was 
discovered that negative feelings, thoughts and actions encourage negative behaviour 
(Makhwathana et al., 2017).  
These findings are consistent with Mayer and Salovey’s Ability theory (1997) which draws focus 
on two of its branches namely: using emotions to facilitate thoughts and managing emotions 
(Keefer, Parker & Saklofske, 2018; Mayer et al., 2017). Therefore, this theory proves that 
facilitating thinking such as deductive reasoning, attention to detail, problem solving, and mood 
adaptations can be done through harnessing of emotions (Keefer et al., 2018; Mayer et al., 2017). 
Furthermore, this theory supports the the present argument by showcasing that a person should 
control his or her emotions carefully rather than just reacting to a situation solely on the basis of 
impulse which is caused by an emotion-generating event (Keefer et al., 2018; Mayer et al., 2017).  
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6.2.1.2 Controlling emotions and non-verbal messages   
When educators try to manage their emotions, they often manage to modify their and others’ 
feelings. This can be confirmed by theories such as Mayer and Salovey’s Ability Model (1997), 
Goleman’s Competency Model of Emotional Intelligence (1995), Bar-On Trait Model (1997) and 
Trait Ability Emotional Intelligence Model (2001), all of which have a common thread of 
showcasing emotional awareness which is the ability to recognise and make sense of not just your 
own emotions, but also those of others (Keefer et al., 2018). As a result, educators need to develop 
techniques in order to control and manage their emotions.   
The data contributes a clearer understanding of how vital this is as it impacts an educator’s quality 
of life. Literature confirms the effects on educator’s quality of life are as follows:  
 Physical health   
When educators cannot control their emotions, their stress will likely not be managed either; 
considering their profession is demanding with constant changes (Bhui, Dinos, Miecznikowska, 
Jongh & Standfeld, 2016; Jeung, Kim & Chang, 2016). This may well lead to severe health 
conditions (Bhui et al., 2016; Jeung et al., 2016). Bagel (2016, p. 190) emphasised that 
“uncontrolled stress raises blood pressure, suppresses the immune system, increases the risk of 
heart attacks, strokes, contributes to infertility, and speeds up the aging process”. In this case, 
understanding how to manage stress would be the first step in developing emotional intelligence.  
The Department of Education released a health report which showcased that “higher cholesterol 
levels were found among females (34.6%) compared to males (21.3%), while measures of physical 
fitness found 45.2% of females to be unfit in comparison to 27.9% of males. The majority of 
educators (75%) reported having been physically well in the past year, while 22.8% reported 
having been unwell for 1-7 days, and almost 3.0% had been ill for two or more weeks. A high 
proportion of educators (83.8%) said poor physical health did not keep them from doing daily 
activities, whereas 14% said they could not carry out their normal tasks for 1- 7 days because of 
poor health. A low proportion (1.1%) reported not being able to carry out their tasks for two weeks 
and more” (Zuma, Simbayi, Rehle, Mbelle, Zungu, Mthembu, North, Van Zyl, Jooste, Moyo, 
Wabiri, Maduna, Mabaso, Naidoo, Chasela & Chikovore, 2016, p. 15).  
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Such findings illustrate the need for the Department of Basic Education to monitor the well-being 
and health of educators, and to ensure suitable Employee Health and Wellness Programmes for all 
staff. Considering that teaching is known to be one of the most stressful professions, it is suggested 
that having wellness programmes will help to improve staff’s health and their overall well-being, 
often through preventative care thus improving employee morale, motivation and the quality of 
life (Song & Baicker, 2019; Lowensteyn, Berberian, Belisle, DaCosta, Joseph & Grover, 2018). 
Corporate organisations take wellness programmes as a priority for their staff; therefore the 
Department of Basic Education should adopt that strategy for the educational fraternity or work in 
conjunction with the medical aid provider.   
 Mental health   
Uncontrolled emotions and stress can have an effect on the mental health of educators thus leaving 
them vulnerable to anxiety and depression (Segal, 2015; Bohan, 2018). If educators are impuissant 
to understand, get comfortable with, or manage their emotions, then this will make educators to 
also struggle to build strong relationships (Segal, 2015; Bohan, 2018). This in turn can leave the 
educator feeling lonely, isolated and further exacerbate any mental health problems (Segal, 2015; 
Bohan, 2018). The present literature supports the fact that many educators in South Africa choose 
to leave their profession due to the many ongoing work changes which affects their quality of life 
as the majority of educators do not know how to positively regulate their emotional intelligence 
(Miya, 2017; Niekerk, 2017). Instead, educators view these changes unfavourably which 
negatively stimulates their blue mood, depression and anxiety (Miya, 2017; Niekerk, 2017).   
For example, a study that focused on working mental conditions revealed that working conditions 
predicted psychopathological symptoms in educators (Borrelli, Benevene, Fiorilli, D’Amelio & 
Pozzi, 2014). About half of the educators in the study scored above the threshold for depression 
(Borrelli et al., 2014). It was recommended that educators should be screened for psychopathology 
in relation to job stress accounting for individual and environmental effects (Borrelli et al., 2014). 
Previous international and local research demonstrates the prevalence of learner to educator 
bullying which is a new factor that is haunting educators to leave the profession and instead teach 
in Arab countries (Woudstra, Ransburg, Visser & Jordaan, 2018; Dordley, 2018).   
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In light of the above evaluation, another study was conducted on educators from Tshwane (South 
Africa) which confirmed that there is a significant correlation between learner-to-educator bullying 
and an educator’s mental health (Woudstra et al., 2018). Results indicated that learner-to-educator 
bullying can result in negative emotions, disempowerment, low morale, and low motivation of 
various role players in the school system (Woudstra et al., 2018). It is thus of vital importance to 
protect educators, create adequate resources to eliminate learner-to-educator bullying, and work 
towards improving educators' mental health.   
 Relationships   
By an educator understanding their emotions and how to control them, they are better able to 
express how they feel and understand how others are feeling (Bariso, 2018). This allows educators 
to communicate more effectively and forge stronger relationships, both at work and in their 
personal life (Bariso, 2018). Across several recent studies, researchers have found that educators 
who cultivate empathy (an emotional skill vital to healthy relationships) for and with their students 
and people, are able to better manage students' behaviour, academic engagement and personal or 
working relationships (Hammond, Flook, Harvey, Barron & Osher, 2019; Reichl, 2017).   
 Social intelligence   
When educators are in sync with their emotions, this helps provide a social purpose thus connecting 
them with society and the world around them (Bariso, 2018). A study found that educators do not 
find a healthy environment in schools for developing their social intelligence (Sreeja & 
Nalinilatha, 2017). This is due to schools failing to provide a proper environment to develop better 
relationships, positive behaviours, social skills, positive attitudes and good mental health in 
educators (Sreeja & Nalinilatha, 2017). It is suggested that exclusive training packages for 
educators need to be developed in order to facilitate the development of professionalism, 
promotion and improvement of values and attitudes among educators (Sreeja & Nalinilatha, 2017).   
In support of the above quality of life effects on educators, it can be argued that educators find it 
difficult to manage their emotions due to the lack of support mechanisms within their profession 
resulting in them being demotivated (Perryman & Calvert, 2019; Guy, Mastracci & Yang, 2019). 
The article entitled, “Desperate Times Calls for Desperate Measures: South African Teachers in 
Mass Exodus for Greener Pastures” highlights that increasing numbers of South African educators 
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are leaving their jobs for employment abroad (Towett, 2019). The South African Council of 
Educators emphasised that there was a deep concern regarding the current exodus of young and 
skilled educators (Towett, 2019).  
The study’s findings builds on issues aligned with a report published at the end of 2018 by 
University of KwaZulu-Natal master’s student, Tatum Niemack. The report revealed that countries 
such as the United Arab Emirates were offering significantly higher salaries and better working 
conditions to South African educators (Govender, 2018). This would have consequences for the 
brain drain thus leaving the country with a lack of valuable and experienced educators (Govender, 
2018). Additionally, a report of the findings from the Teaching and Learning International research 
survey published by the Department of Education found that South African educators spend too 
much time on administrative duties; time that could be better spent on classroom teaching 
(Dieman, 2019). Results showcased, “at least 66% of classroom time is spent on actual teaching 
and learning in South Africa, compared to 78% in other countries” (Dieman, 2019,  para. 16) .   
Administrative pressures and maintaining order in the classroom are among some of the difficulties 
cited by South African educators (Organisation for Economic Co-operation and Development, 
2018). Furthermore, educators have identified the challenges that many classrooms have with the 
multicultural and multilingual environments (Organisation for Economic Co-operation and 
Development, 2018). On average in South Africa, “62% of educators work in a classroom with at 
least 10% of students whose first language is different from the language of instruction, which is 
the highest percentage across the Organisation for Economic Co-operation and Development 
countries and partners” (Organisation for Economic Co-operation and Development, 2018, p. 7). 
It can be suggested that due to stressors of this nature, educators do not know how to combat such 
challenges which has a ripple effect on their job performance hence they are then encountered with 
interrogation of poor academic results by students.   
This is supported by another article entitled, “Understanding the teaching crisis facing South 
Africa”. The article draws on a South African context where it is argued that standards for 
educators are a solution to a lack of accountability for educators (Robinson, 2019). This was 
described as a cause for the poor quality of the South African educational system (Robinson, 2019). 
Robinson (2019) then goes on to question these claims by elaborating that the underlying premise 
of educator quality is that if one demands more from educators, do not allow them into the 
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classroom until they have met a basic set of criteria, because once the criteria is met then one can 
hold them responsible if they are falling short. The solution would be instead to rather intensely 
train them, then the quality of educators can improve (Robinson, 2019). This claim supports the 
study at present with the concern of the ongoing curriculum changes, educators are expected to 
carry it out efficiently with a limited time frame instead of undergoing numerous training sessions 
for an effective rollout.   
Additionally, Finland is a great example of a country that has implemented a strategy to ensure the 
educational system is equipped for the best crop of achievers (Robinson, 2019, Bastos, 2017). 
Education is a lucrative choice of career for top students in a virtuous academic cycle (such as 
Finland) (Robinson, 2019; Bastos, 2017). It facilitates competitive entry requirements for educator 
education programmes that would in turn encourage rigorous and challenging courses to occur, in 
order for future educators to function in a high pressured environment and to be exemplary change 
agents. This results in high-quality educators who enhance learner performance (Robinson, 2019, 
Bastos, 2017).  Educators’ quality and professionalism would therefore foster the next generation 
of high-quality trainee educators (Robinson, 2019, Bastos, 2017). It was noted that the end result 
is a less stressed school environment, more creative and inspired teaching team and better prepared 
students (Robinson, 2019; Bastos, 2017).   
In comparison to South Africa, which has a vicious schooling cycle, training for initial educators 
is extremely variable but usually inadequate (Robinson, 2019; Green, Adendorff & Mathebula, 
2014). For instance, a study revealed that sampled educational institutions did not provide any 
English language, literature, or language education to non-specialised educator trainees, regardless 
of the poor English language, abilities among educator trainees became a ubiquitous concern 
(Robinson, 2019).   
For the above reasoning and explanations, educators should be provided with a guideline for 
developing and practising the facets of emotional intelligence in order to eliminate such 
challenges. It can be seen that these challenges impact on an educator’s overall quality of life; 
therefore having trained educators on how to utilise emotional intelligence during challenging 
situations can help benefit them. In relation to keeping educators motivated, literature on emotional 
intelligence illustrates that it is important to maintain a positive and optimistic mind set (Goleman, 
2012). Educators should see problems and set-backs as learning opportunities instead of failings 
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and therefore try to avoid negative people and opt to surround themselves with positive and well-
motivated people that will have a great effect on them (Goleman, 2012).   
Pavliscak (2018) points out that emotional awareness is the ability to recognise and make sense of 
not just your own emotions, but also those of others. Further to that, literature confirms that social 
awareness allows individuals to recognise and interpret the key non-verbal signals that are 
frequently uitilised by others in order to interact with them (Goleman, 2012, Pavliscak, 2018; 
Segal, 2015). Such signs allow individuals to know how others genuinely feel, how their emotional 
state shifts from moment to moment, and what really matters to them (Goleman, 2012, Segal, 
2015; Gottman, 2018). If groups of people send out similar non-verbal signals, a person can read 
and comprehend the group's power dynamics and mutual emotional experiences (Goleman, 2012, 
Pavliscak, 2018). In essence, the individual becomes socially at ease and empathetic (Goleman, 
2012).  
For educators to build strong social awareness, they should acknowledge the value of mindfulness 
in the social process (Goleman, 2012, Pavliscak, 2018). After all, when your mind is thinking 
about other things, you will not be able to pick up subtle non-verbal signals (Goleman, 2017; 
Bariso, 2018; Ludovino, 2017). Social awareness thus requires the educator to be present in the 
moment (Goleman, 2012; Bariso, 2018).   
The results in the study showcases that non-verbal messages impacts on the support from friends. 
Identifying the non-verbal signals individuals transmit to others may play a major role in 
enhancing their relationships (Burgoon, Guerrero & Floyd, 2016). Researchers argue that 
transmitting non-verbal signals regarding what you think and feel about others is difficult to avoid 
(Segal, 2015, Hasson, 2017). The many muscles in the face, particularly those around the eyes, 
nose, mouth and forehead, enable a person to express their own emotions wordlessly thus allowing 
to read the emotional intent of other people (Segal, 2015, Hasson, 2017).  
A study revealed that positive non-verbal cues help professionals in the workplace to build up 
positive working relationships, whereas negative non-verbal communication can cause a negative 
impact on relationships (Segal, 2015, Hasson, 2017). Working together well is therefore a process 
that involves social and emotional awareness (Goleman, 2017; Hasson, 2017). Once these tools 
are in place, the educator can make their relationships more effective, fruitful, and fulfilling 
(Goleman, 2017; Segal, 2015). Both emotional clarity and repair relate positively with non-verbal 
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communication (Molero, Ortega, Cuberos, Martinez, Sanchez, & Valero, 2018). Conclusions from 
this study illustrated that emotional intelligence and body language are two relevant factors in the 
prevention of the burnout syndrome, and as a result can help to ensure the mental well-being of 
educators (Molero et al., 2018).   
More research indicates that educators who are taught to manage their own emotional 
competencies not only build relationships but also experience more satisfaction with their work 
and are more effective in working with difficult students (Hammond et al., 2019). They create a 
classroom culture that is both safe, inviting and are able to effectively manage their classrooms 
(Hammond et al., 2019). Findings of other reviewed studies found that the more educators used 
verbal and non-verbal communication, the more efficacious their education and their students’ 
academic progress were (Bambaeeroo & Shokrpour, 2017; Naz, 2016). Additionally, other studies 
showcased that educators with much more emotional capacities display better discipline control in 
the classroom (Sithole, 2017; Brown, 2019).  .   
6.2.1.3 Energy and meaningful life   
Burnout refers to the extreme stress encountered by those employed in stressful professions, 
especially in the provision of services subject to chronic tension levels (Bhui et al., 2016; Tuna & 
Baykal, 2014). This generally means the inability to completely work in one's profession because 
of the chronic stress associated with these occupations (Bhui et al., 2016; Tuna & Baykal, 2014). 
Stress and burnout are associated closely to a person’s state of mind which affects an individual’s 
energy to function (Els, Mostert & De Beer, 2015; Bhui et al., 2016).  
In relation to educators and the problem statement of the current study, educators’ profession are 
highly intense with an evolving job description; thus without support mechanisms to help them 
become successful change agents, these educators then feel as if they have nothing more to offer 
as confirmed by Wolfelt (2012). Furthermore, other negative effects of burnout spill over into 
every area of one’s life (including one’s home, work, and social life) (Veldsman, Johnson & 
Madonsela, 2017; Khamisa, Peltzer, Ilic & Oldenburg, 2017). It also brings about increased 
absenteeism, reduced performance in the classroom, and weak interpersonal relationships with 
coworkers and students (Droogenbroeck, Sprupt & Vanroelen, 2014).   
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A sense of low personal achievement is a symptom of burnout for an educator which would be 
reflected by a sense of failure both in their personal life and in the workplace (Jacobson, 2016; 
Herman, Rosa & Reinke, 2017). Burned-out educators are generally less sensitive to students’ 
issues and less dedicated to their work (Jacobson, 2016). Educators that develop lower tolerance 
for disturbances in the classroom are less prepared for class and are usually less productive 
(Thorburn, 2017; Jacobson, 2016). As a result, educators encountering burnout may have a 
negative impact on the morale of new educators (Lyons, 2017).   
This condition can have a tremendous impact not only on educators and students, but on the school 
community and families as well (Droogenbroeck et al., 2014). These negative effects support the 
problem statement of South Africa at large because all these work demands (for example 
curriculum changes and increased workloads) from the Department of Basic Education are 
regulating their emotions negatively thus leaving the country with brain drain, early retirement, 
poor well-being and a lack of people wanting to choose the profession.   
Positive emotional energy is the key to health, happiness and well-being (Steenbarger, 2015). The 
more positive you are, the better your life will be in every area (Devnani, 2017; Sanderson, 2019; 
Style, 2015). To reiterate, emotional energy is the sense of feeling and the physiological response 
that renders positive or negative for a specific emotion (Tyng et al., 2017; Singh, 2015). Feeling 
is what you as an individual describe as rage, sorrow, happiness, or fear (Seaward, 2017; Johnston 
& Olson, 2015).    
For many people, the most significant piece of the puzzle that contributes to happiness is to look 
at their body sensations to transform difficult feelings and improve emotional intelligence 
(Gendron et al., 2014). Research shows that by developing emotional intelligence, one will be able 
to receive positive energy thus satisfying all facets in his or her life (Segal, 2015; Bariso, 2018). 
Each moment there is the urge to transfer your emotional energy because your nervous system is 
constantly seeking homeostasis (Tyng et al., 2017). It is on a 24/7 quest to control the body-mind 
connection (Tyng et al., 2017). This often involves the instinctual desire to release some pentup 
stress in order to be happy (Tyng et al., 2017). Thus, every time people encounter contraction, 
stress, or any other body sensations, they have an opportunity to move their emotional energy 
(Segal, 2015). These are the body-mind wisdom's inner signals that attract you towards a balanced 
equilibrium and happiness in life (Segal, 2015).   
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Studies disclose that emotions for ethical values like those of trust, resilience and integrity are 
essential in ‘activating energy’ (Goleman, 2019). Each leader must have something at the core of 
these characteristics that is the ability to create excitement (Goleman, 2019). This fits with 
Goleman's (1995) finding that the ability to motivate oneself and others requires emotional 
intelligence, as well as the belief that charisma is an essential ingredient for effective leadership 
(Goleman, 2019). Leaders have an art of motivating people to act towards achieving a common 
goal (Hinkson, 2017). It is suggested that leaders in senior positions within the educational sector 
should implement and display such strategies of motivation as per Goleman’s (1995) finding, thus 
allowing the different levels of management to feel motivated and thereby filtering it to the rest of 
the workforce.   
Throughout the centuries, philosophers, religious and even political leaders have often suggested 
that enduring happiness allows you to concentrate outside of yourself on issues and makes you 
believe your life has meaning (Agbiji & Swart, 2015). To be content, people need both happiness 
and meaning in their lives (also known as life satisfaction) (Huntington, 2014). However, the 
important question is: “What gives your life meaning?”, only the individual would know the 
answer to that (Siegel, 2012). In that being said, for some people, it is their “religious beliefs, for 
others, it is the future of their children, or a positive contribution to their community, the larger 
world, art, literature, or the health and well-being of others” (Siegel, 2012, para. 2). Scientists are 
now presenting evidence that ancient theologians and theorists are right; your well-being is 
improved when you are part of and contribute to something greater and longer-lasting than yourself 
(Siegel, 2012).   
Teaching is a unique profession that leads to the betterment of the society, making of a good human 
being and responsible citizens (Kumar, 2016). Educators have to perform this strenuous duty with 
utmost care and expertise (Kumar, 2016). Therefore, their personal satisfaction regarding their life 
and other factors related to it is very important (Kumar, 2016). A study was conducted with results 
showing that job satisfaction average of educators is good and life satisfaction is moderate 
(Erdamar & Demirel, 2016). Life satisfaction increases as job satisfaction increases (Erdamar & 
Demirel, 2016). The results also suggest that educators suffer more from work-family conflict than 
from family-work conflict (Erdamar & Demirel, 2016).   
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Another study showcased that secondary school educators had an average life satisfaction level 
(Kumar, 2016). The findings suggested that proper pay scale, job security and the work 
environment should be introduced for them (Kumar, 2016). In relation to Maslow’s Hierarchy of 
Needs (1943) theory, a study showed that the more fulfilled each need at the lower level, the more 
satisfied the next need at the higher level (Taormine & Gao, 2013). In addition, as expected, there 
were significant positive associations between family support, traditional values, and life 
satisfaction with the fulfillment of all five needs (Taormina & Gao, 2013).   
6.2.1.4 Negative feelings   
Happy people have stronger connections, higher incomes, and greater physical and mental health 
in comparison to their less happy counterparts (Horowitz, 2017; Park, Peterson & Collon, 2016). 
Many significant results have emerged whereby it is well within the reach of most people to pursue 
happiness successfully (Horowitz, 2017; Park et al., 2016). Evidence from longitudinal 
randomised controlled trials have displayed that when participating in so-called ‘positive 
activities’, individuals can significantly enhance their well-being (Dijkstra, Drossaert, Walburg & 
Bohlmeijer, 2015; Siepmann, Spieth & Kubasch, 2016).  
Such simple, self-administered practices include, “expressing gratitude or appreciation, doing kind 
acts for others, cultivating optimism, meditating on positive feelings towards oneself and others, 
and affirming one’s most important values” (Fritz & Lyubomirsky, 2018, para. 4). Developing 
research suggests that even the basic instruction to behave more outgoing (such as socialising and 
being assertive) causes both introverts and extroverts to encounter more happiness and positive 
emotions (Wilt, Noftle, Fleeson & Spain, 2012).   
Anger, fear, resentment, frustration, and anxiety are emotional states that many people experience 
regularly but try to avoid it (Leary, 2015; Williams, 2017; Nelson, 2019). This is understandable 
as these states are designed to make us feel uncomfortable (Williams, 2017; Nelson, 2019). These 
negative emotional states can create extra stress in your body and mind, which is uncomfortable 
but also can lead to health issues if  stress becomes chronic or overwhelming (Scott, 2019; 
Shahsavarani, Abadi & Kalkhoran, 2015). Scientists once thought happiness was almost 
completely hereditary (dictated by a genetically determined ‘set point’) (Gregory & Rutledge, 
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2016). But thankfully, they have since discovered that in fact we have far more control over our 
own emotional well-being than previously believed (Gregory & Rutledge, 2016). 
Exercise has been as effective as antidepressant medication, and the benefit is much more enduring 
as confirmed by research (Blumenthal, Smith & Hoffman, 2012). It is mentioned that individuals 
who exercise are happier (Tewari, 2017; Correa, 2015). Anchor (2017) investigated three groups 
of depressed patients who were required to experiment with various managing strategies. One 
group used antidepressants, whilst another group was advised to exercise for 45 minutes - three 
times a week. A combination of both strategies was conducted by the last group. The group tests 
discovered a similar level of improvement after four months. Anchor (2017) therefore discovered 
from the experiment that exercise is as effective as happy pills in alleviating depression because 
exercising every other day worked just as well as antidepressants.  
But it is not all about positive emotions. Negative emotions are an inevitable part of life and 
something individuals need to encounter to have a fulfilling rich life (Wood & Johnson, 2016). 
Each of the basic emotions, both positive and negative, have a good reason:   
 “Anger: to fight against problems  
 Fear: to protect us from danger  
 Anticipation: to look forward and plan 
  Surprise: to focus on new situations  
 Joy: to remind us what’s important  
 Sadness: to connect us with those we love  
 Trust: to connect with people who help 
  Disgust: to reject what is unhealthy” (James, 2019, p. 77). 
 
As a result, both type of emotions are necessary to function. Owing to the impact on our thoughts 
and behaviours of positive and negative emotions, it is now clear why positive psychology keeps 
a close eye on negative emotions (Ackerman, 2019). As crucial as learning how to improve our 
positive emotions and take advantage of the opportunities they offer, learning how to adjust and 
effectively cope with negative emotions is just as important (Ackerman, 2019).   
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We give ourselves the greatest chance to live a happy and meaningful balanced life when we are 
willing to embrace, accept and exploit both our positive and negative emotions (Ackerman, 2019). 
This is why the study of positive psychology hesitates to concentrate too much on positive 
emotions solely as it is just as vital to understand how to transform negative emotions into a 
positive experience as it is to capitalise on our positive emotions (Ackerman, 2019).  
6.2.1.5 Physical environment  
A school physical environment has significant bearing on teaching and learning (Ekpoh, 2018; 
Naude & Meier, 2019).  Poor physical environment makes it more difficult for educators to deliver 
adequate knowledge to students and for educators to function effectively (Ekpoh, 2018; Hammond 
et al., 2019). For educators to work in a school system and maximise their performance in service 
delivery, they need an enabling physical working environment with adequate facilities and strong 
relationships (Ekpoh, 2018; Sithole, 2017). This creates a happy and fun workplace (Ekpoh, 2018; 
Sithole, 2017).   
According to literature, full-time employees spend most of their time at their workplace, which is 
why working relationships are so essential for the well-being of workers (Rojas, 2019; Persson, 
Lindstrom, Pettersson, Andersson & Blomqvist, 2018; Mastroianni & Walker, 2014). Such 
relationships can influence stress levels, performance and general feelings of happiness of an 
employee whether positively or negatively (Rojas, 2019; Persson et al., 2018; Mastroianni & 
Walker, 2014). These influences not only affects the work performance of an employee, but also 
adversely impacts on the employee (Rojas, 2019; Persson et al., 2018).  
For several years, social psychologists have been researching the human need to belong. It has 
been identified that a significant intrinsic motivator is to gain a sense of belonging (Over, 2016). 
This can be confirmed by Maslow’s (1943) hierarchy of needs which includes “a sense of 
belonging as a major need that motivates human behaviour, just like food, shelter and safety” 
(Klieger, 2013, p. 74). Strong social interactions make people happier and healthier physically 
which can turn into increased job performance (Ransom, 2018; Segal, 2015). Employers who 
embrace workplace social connections and help employees develop strong relationships with each 
other help build a successful workforce and a healthier physical environment (Stone & Dulebohn, 
2016; Kew & Stredwick, 2016).  
149 
 
Work relationships are crucial for the well-being of employees as it is more than just ‘getting 
along’ with a co-worker (Cooper & Quick, 2017; Stone & Dulebohn, 2016). As humans, we crave 
contact and connection with other people (Burrow, 2015).  Unfortunately, work is a very lonely 
place for many workers, as a result, employees can often have trouble socialising because they do 
not have a working environment where they feel comfortable doing so (McKee, 2017). It is 
suggested creating a socialising spot would offer employees a place where they can unwind and 
socialise without distracting other colleagues thus creating a healthier physical environment.  
Happiness is increased as it appears to be a frequently overlooked component of health and well-
being (Van Der Merwe, 2015; Steptoe, Deaton & Stone, 2015). Happiness expert McKee (2017, 
p. 47) explains that “one of the ways we can make ourselves happy and feel more fulfilled in our 
workplaces is to build friendships with the people that work with us, work for us and even with 
our boss”.  
Relationships are vital for happiness since it values benefits and helps build self-worth that both 
contribute to feelings of happiness (Lennick, Geer & Goulart, 2017; McKee, 2017). For 79 years, 
the Harvard Adult Development Study monitored the lives of 724 men (Daskalopoulou, Stubbs, 
Kralj, Koukounari, Prince & Prina, 2017). Researchers looked forward to finding the key to 
success, happiness and a great life (Daskalopoulou et al., 2017). The study reported relationships 
was significantly influenced by creating a healthy physical environment because it had an effect 
on their health and quality of life (Daskalopoulou et al., 2017). It was also discovered that the 
“quality of relationships mattered more than quantity” (Aronson, 2019, p. 295).  
Another study showed that social workplace environment contributed to employee health. 
Employees with robust social networks are healthier overall (Mastroianni & Walker, 2014). 
According to Pramod (2017, p. 1), “adults with strong social support have a reduced risk of many 
significant health problems, including depression, high blood pressure and an unhealthy body mass 
index”. It was also noted that, research has revealed that older adults with a rich social life and 
relationships of value are likely to live longer lives than those with fewer social connections 
(Umberson & Montez, 2010). This is valuable for employers because healthier employees 
generally have higher work performance standards, take fewer sick days and deliver more energy 
to the workplace (McKee, 2017).   
Hypothesis one can therefore be accepted.   
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6.2.2 Hypothesis Two: There is a Significant Difference in the Perceptions of Employees 
Differing on each of the Biographical Variables (Gender, Age, Race, Marital Status, 
Education, Number of Years in the Teaching Profession, Level Currently Teaching, and 
Employment Status) on the Quality of Life and Emotional Intelligence of Educators 
Respectively  
6.2.2.1 When I am in a positive mood, solving problems is easy for me  
 Gender  
There has not been many studies showcasing how gender of educators affects problem solving. 
However, studies show that men have greater problem solving abilities and cognitive flexibility 
which can contribute to greater resilience and a positive mood (Dowthwaite, 2018). Women’s 
reactivity to stress makes it harder for them to challenge their thinking at times and this can 
exacerbate symptoms of blue mood (Lush & Vredevelt, 2011; Dowthwaite, 2018).   
However, when it comes to shared decision-making, men tend to rush too quickly to the finish line 
(Whitaker, 2017; Heitler, 2017). It was noted that women tend to dwell too long on exploring all 
the various aspects of the problem thus moving too slowly towards a plan of action. However, each 
is at risk for impatience with the other (Whitaker, 2017; Heitler, 2017). Literature regarding 
problem solving, including inside the classroom is extensive. Several areas at this point, however, 
remain unclear. For example, Otacioglu (2008) cited in Krug, Love, Mauzey and Dixon (2015) 
had confirmed better problem solving abilities among male than female educators, but other 
studies have not detected significant gender differences.  
A study examined gender differences in problem solving as a result of the scope of challenges and 
performance expectations (Miller & Crouch, 2012). Participants were 90 women and 56 men from 
introductory psychology classes who were presented a series of statistical problems under male-
expectancy, female-expectancy, and neutral-expectancy conditions that differed in gender 
background (Miller & Crouch, 2012). No significant gender differences or gender-to-problem 
context interaction were found (Miller & Crouch, 2012). However, significant effects of the 
meaning and perception of the problem were observed (Miller & Crouch, 2012). It was also 
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discovered that “both male and female participants made higher scores on female-context 
problems and lower scores in the female-expectancy condition” (Miller & Crouch, 2012, p. 1).   
It is difficult to overstate the importance of being positive (Ivtzan & Lomas, 2016; Belli, 2016). 
Our attitude, mood, and outlook impacts on our lives in all kinds of ways (David, 2016; Ivtzan & 
Lomas, 2016; Belli, 2016). Especially at work when attempting to problem-solve, embracing a 
positive attitude is practically essential for success (Belli, 2016). A new study indicated that a 
positive state of mind can increase the brain power of people (Benzing & Schmidt, 2017). 
Researchers have set out to explore whether a new breed of offices with soccer tables’ and crazy 
golf is a waste of time or whether they are improving work output (Griffiths, 2014). Researchers 
discovered that happy people outperformed their stressed colleagues and they were more 
productive particularly when problem solving came into play (Griffiths, 2014).  
Employees were firstly asked to play a game to assess their problem-solving skills and secondly, 
the time it would take to solve the puzzle evaluated their analytical capacities with a score 
(Griffiths, 2014). They failed to display that happiness improved innovation, but confirmed that 
happier software developers were better at solving problems (Griffiths, 2014). Researchers 
concluded that happy people outperformed their stressed counterparts and were more productive 
workers, especially when problem solving came along (Griffiths, 2014).  
Therefore, it is suggested that gender does not affect problem solving; but rather organisations 
must invest in fun activities at work because teaching is a practical profession; thus successful 
problem-solving ability is one of the essential skills that educators need to acquire. Educators also 
encounter difficulties in their professional development at all levels hence learning how to cope 
with the existing problems is important. Thus, educators need to have tools and techniques to 
support them in this process.  
 Highest level of education completed   
People will grow and advance their career and personal ambitions regardless of one's job title, 
because higher education offers one the opportunity to take that next leap (Walburg, 2018).  
Education is a critical step in competitively maintaining skills and improving them (Walburg, 
2018). When an individual returns to an educational institution, that individual learns much more 
than just various styles of management or how to develop an effective presentation (Walburg, 
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2018). Therefore, one acquires skills that are more subtle, but equally important (Walburg, 2018). 
These so-called ‘soft skills’ provide essential attributes in aspects such as communication, 
teamwork, rational thinking, and problem solving (Walburg, 2018). All of these abilities can 
contribute value to the organisation and add to a better well-being wherever one chooses to work 
(Walburg, 2018). Therefore, these skills can provide people with the knowledge they need in order 
to be prepared and equipped for taking that next step towards their professional goals (Walburg, 
2018).  
When a person earns a degree, that individual accomplishes a big step by gaining knowledge, skills 
and attributes which adds value to overall life satisfaction (Hammond et al., 2019; Walburg, 2018). 
On top of that, by gaining additional skills in communication, problem solving and achieving 
desired goals, the individual can also increase his or her confidence (Walburg, 2018). It is 
suggested that it does not matter what education level you have in order to solve problems. As a 
result, being educated equips you with knowledge and it opens your mind to new ways of thinking. 
The individual becomes a problem solver with full of solutions because that individual’s thinking 
is sharpened (Walburg, 2018). Education enlightens and inspires you to desire more through the 
knowledge you obtain (Walburg, 2018). A counterargument was that all of the education in the 
world cannot really prepare a person for the real day-in and day-out struggles of working life 
(Manojlovic, 2019; Walburg, 2018). In contrast, literature shows that the person’s mind is 
broadened in its thinking and imaginative capacity (Fabian, 2018).   
A study aimed to investigate the relationship between emotional intelligence and problem solving 
whereby participants were 386 student prospective educators who voluntarily took part in the 
study. Levels of emotional intelligence and problem solving skills of prospective educators were 
measured using the Bar-On Emotional Quotient Inventory (Deniz, 2013). Emotional intelligence 
was found to be significantly correlated with problem solving (Deniz, 2013). Therefore it can be 
suggested that your highest level of education does play a role in one’s problem solving; however, 
a skill such as emotional intelligence needs to be demonstrated to future and current educators as 
emotions regulate and control an individual’s approach to problem solving.   
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 Level (s) currently teaching   
Problem solving becomes difficult as educators have to experience different changes in their job 
description, therefore it is not an easy task being an educator in the 21st century. However, being 
in a positive mood allows one to solve problems accordingly. Recent society, economic and 
political developments have had a huge impact on mass education (Gajdos, 2016). Some basic 
compulsory education questions such as, “Why and what to teach, how to teach and to whom?” 
are more promptly posed (Gajdos, 2016). Educators evolving positions, increasing demands, 
expectations from society and policymakers require high-quality educator education and 
professional development (Gajdos, 2016). Even though teaching is a practical profession, one of 
the fundamental skills educators need to obtain is efficient problem-solving skills (Gajdos, 2016). 
Educators also encounter challenges in their professional development at all levels hence the need 
to learn how to find ways to cope with their current problems (Gajdos, 2016).   
However, researchers efforts centred on expert and novice educators believe that being an expert 
in a field entails unique incorporation of knowledge of high-level content together with general 
problem-solving skills (Wolff, Bogert, Jarodzka & Boshuizen, 2015; Gajdos, 2016). Problem 
solving skills are strongly connected to “general cognitive and metacognitive processes as 
perception and representation of the problem, reasoning, gathering information, analysing, 
creating solutions, decision making, planning, reflecting and evaluating” (Gajdos, 2016, p. 4).   
In order to be able to respond to all the challenges affecting the profession, educators need a wide 
range of competencies; this is why several experts argue that the key feature in the profession is 
problem solving (Gajdos, 2016). The profession is ever evolving with different demands from 
every grade level that is being taught. Gajdos (2016, p. 7) emphasises that “educators must be 
prepared to handle unanticipated situations, to adapt current knowledge to deal with new problems, 
to learn radically new things in short and to deal constructively with change”.   
According to many reports, educators not only solve problems during the interactive teaching 
process in the classroom, but also when reviewing the previous lesson and preparing for the next 
(Gajdos, 2016). In this respect, the whole pedagogical process, starting with “planning and 
concluding with self-evaluation, is seen as analysing, acting, reflecting, making decisions and 
solving problems” (Gajdos, 2016, p. 7).  
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Therefore, every aspect of the teaching profession is permeated with problem solving. Teaching is 
increasingly seen as a professional activity comprising careful analysis of each scenario, 
identification of objectives, developing and evaluating of suitable learning opportunities, analysis 
of their influence on pupil achievement, responsiveness to the learning needs of pupils, and 
personal or collective reflection on the entire process” (Gajdos, 2016; Kimathi & Rusznyak, 2018).   
To summarise the findings of research on the competence of educators and problem solving skills; 
it is the effectiveness of the pedagogical problem solving process that depends on personal and 
professional factors of motivation such as: 
 “Emotions (current emotion relating the actual problem);  
 Beliefs (about the role of the school and teaching-learning process); and,  
 Attitudes (toward the problem, toward the job itself, towards own role as an educator, 
towards the involved persons example students, the parents, the colleges and the 
management)” (Gajdos, 2016, p. 7).   
 
All things considered, it is worth noting that a specific problem-solving skill is not connected to a 
special competence; rather, it is interlinked as a cross-curricular skill with all the key educator and 
teaching competencies (Gajdos, 2016). It should therefore be one of the indispensable high-level 
skills that educators need in order to be able to respond to all the challenges they encounter at 
every level and aspect of the profession.  
6.2.2.2 I am satisfied with my capacity for work  
 Gender  
Work capacity is related to physical, environmental and psychosocial factors and is influenced by 
individual characteristics and occupations (Cleland, Ball & Crawford, 2013). With the advent of 
technology that minimises the physical strain, but increases the cognitive demands, resulting in 
the demand in the workplace increasing (Zobaa, Aleem & Abdelaziz, 2018). The psychological 
and somatic symptoms of employees have increased exponentially, hence directly influencing the 
ability to work (Litchfield, Cooper, Hancock & Watt, 2016; Siegrist & Wahrendorf, 2016).   
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The ability to work is related to the individual's ability to execute tasks in conjunction with their 
job requirements, health, physical and mental abilities; this also represents a measurement of 
functional aging (Ramnath, Rauch, Lambert & Alexander, 2018). It can be considered that as a 
result of a dynamic process between the individual resources in connection to the individual’s 
profession that is driven by several factors, involving: lifestyle, socio-demographics, aging process 
and work demands (Converso, Sottimano, Guidetti, Loera, Cortini & Viotti, 2018; Wong & 
Tetrick, 2017).   
Health is considered a major determinant of work capacity being among the various factors 
(Atkinson & Bourguignon, 2014). Around 70% of the population in Brazil is suffering from excess 
demand and stress, which translates into health problems including insomnia, difficulty 
concentrating, loss of appetite, muscle aches, fatigue anxiety and pressure (Padula, Valentea, 
Moraesa, Chiavegato & Cabral, 2012). These problems have a higher occurrence of deficiency 
among young adults, with women being the most affected (Padula et al., 2012). Thus, employee’s 
knowledge of their real work capacity is essential in order to establish safe working conditions, 
particularly when the job requires great physical effort (Padula et al., 2012).  
Hefty workloads are believed to have a negative impact on all educators, however it has significant 
implications for women because they are disproportionately responsible for caring (Webb, 2016). 
The specific nature of the experience of many females entails juggling work and home obligations, 
hence leading to concerns surrounding their well-being and mental-health (Petare, 2016; Adams, 
2013). This dual role which women carry also has significant implications for their career 
progression (Petare, 2016; Adams, 2013). Ongoing workload concerns impact female judgment as 
to whether they are capable of undertaking additional work commitments or even promotion for 
that matter (Webb, 2016; Petare, 2016; Adams, 2013). It can be suggested that this factor could be 
the reason why there are many male professionals in the secondary phase of teaching as compared 
to the primary school phase which is dominated mainly by females (Masote, 2016).   
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Women tend to be secondary in terms of the needs of their families, friends, students and others, 
either by nature or by social conditioning (Webb, 2016). Many talented women are often too busy 
coping with their workload and the demands of everyday home-life to even consider that an 
upcoming career development opportunity could be an option for them (Webb, 2016). As 
compared to male educators, female educators report significantly higher levels of stress as a result 
of the workload (Demjaha, Bislimovska & Mijakoski, 2015; Droogenroeck et al., 2014).   
A study examined the evaluation of the relationship between work capacity, gender and age which 
was conducted on individuals from educational institutions (Padula et al., 2012). The results 
revealed that there were no significant differences between work ability in relation to gender and 
age (Padula et al., 2012). Other studies however showcased that male and female educators are 
often presumed to differ in teaching styles, capacities and effects on both the profession and pupils 
(Umugiraneza, Bansilal & North, 2018).   
6.2.2.3 I feel my life to be meaningful  
 Marital status   
Some people seem to spend their whole lives dissatisfied, therefore making them search for a 
purpose, but Landau (2017) suggests that all of us have everything we need for a meaningful 
existence. People are mistaken when they feel their lives are meaningless, hence the error is based 
on their failure to recognise what does matter, instead becoming overly focused on what they 
believe is missing from their existence (Landau, 2017). It was found that in some studies, it is the 
single people who are the healthiest (Kislev, 2019; Schoeppe, Vandelanotte, Rebar, Hayman, 
Duncan & Alley, 2018). DePaulo (2018) explains that following people over time as they go from 
being single to getting married and staying married, they end up no happier than they were when 
they were single. Those who get married and then divorce end up less happy than they were when 
they were single (DePaulo, 2018).   
Lifelong single people do better than married people in a variety of ways that do not get all that 
much attention (Fierstein, 2016; DePaulo, 2018). For example, they do more to maintain their ties 
with friends, siblings, parents, neighbours, and co-workers than married people do (Fierstein, 
2016; DePaulo, 2018). Additionally, they experience more autonomy, self-determination, personal 
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growth and development thus making their lives meaningful in ways that they want it to be 
(Fierstein, 2016; DePaulo, 2018). Literature has also claimed that learning to find happiness in 
your daily existence and building upon that happiness helps to construct a meaningful life (Greco, 
2016; Leontiev, 2016; Sharma, 2018).  
Other studies have claimed that single people are happier or rather that they live richer, more 
meaningful lives (Pearson, 2016; DePaulo, 2018; Dolan, 2019). However, some studies seemed to 
demonstrate that people who got married were doing better in some way (DePaulo, 2018). It was 
argued that people who got married chose to do so and if you badgered single people into getting 
married (especially if they embrace their single lives), they might not experience the same benefit 
(Dunn, 2017; Fierstein, 2016; DePaulo, 2018). Another counterargument is that some people live 
their best lives by marrying, whereas others live their best, most authentic, meaningful and 
fulfilling lives by living single (Dolan, 2019; DePaulo, 2018). It can be suggested that for some 
people, single and married life are best during certain periods in their life.   
 Employment status   
Work has become a very prominent part of people’s lives, to the point where they have a challenge 
with battling between work and home, work and vacations, and the general oppression of the 
economy. An abundant organisation enables its employees to be completely fulfilled by finding 
meaning and purpose from their work experience (Duncan, 2018; Rainey, 2014). This meaning 
enables employees to have personal hope for the future (Duncan, 2018; Rainey, 2014). Researchers 
found that when they had asked people how they felt about their work, they could quickly get a 
sense of how work helped these individuals to fulfill the aspects that mattered most in their lives, 
thus adding to meaning to their lives (Duncan, 2018).   
Our overall well-being according to Cooper, Quick and Schabracq (2015) is a function of balance 
of time, commitment, and the investment of emotional energy in these five areas of life. Despite 
the appeal of this balanced, holistic view of life, work remains the dominant dimension of our life 
(Duncan, 2018; Rainey, 2014).  Our work is important, and it has an intrinsic and instrumental 
significance (Whittington, Meskelis, Asare & Beldona, 2017). The way we work has an impact on 
our job status and career trajectory (Bakar, Hashim, Jayasingam, Omar & Mustamil, 2018; 
Yeoman, Bailey, Madden & Thompson, 2019).   
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As a result, it has significant implications for our personal identity, and our work derives much of 
our self-esteem (Bakar et al., 2018; Yeoman et al., 2019). With the decline of traditional source of 
community and social support, the workplace has become the primary venue for fulfilling the need 
to connect with others or rather a sense of belongingness as per Maslow (1943) (Whittington et 
al., 2017). For many, work is now the primary source of personal identity, significance, and a 
meaningful life (Whittington et al., 2017; Martela & Pessi, 2018).  
Our work can satisfy the need for significance by allowing both the expression of personal 
uniqueness and the opportunity to make a purposeful contribution while connecting with others 
(Fave, Oades & Steger, 2016; Bakar et al., 2018; Yeoman et al., 2019). This was emphasised by 
Peters and Waterman (1982) cited in Davis (2017, p. 55) who observed that “in addition to personal 
recognition for their contribution, employees want to be involved in something greater than 
themselves”. When individuals are pursuing a profound purpose or engaging in work that is 
personally important, they experience significant positive effects (Whittington et al., 2017). These 
outcomes include increased levels of commitment, empowerment, satisfaction, and a sense of 
fulfillment (Whittington et al., 2017; Davis, 2017).  
Scholars have identified four key attributes of meaningful work:  
 Firstly, meaningful work has a significant positive effect on human well-being;  
 Secondly, work is correlated with personal value;   
 Thirdly, work has an influence that lasts beyond the immediate time frame hence creating 
a ripple effect; and,   
 Finally, meaningful work establishes supportive meaningful relationships and a sense of 
togetherness between people (Cameron, 2012).  
Meaningfulness means that both the work itself and the context within which the work is 
performed is perceived as purposeful and significant (Whittington et al., 2017; Davis, 2017). These 
perceptions may derive from the intrinsic characteristics of the work itself or from the mission and 
values the organisation is pursuing (Whittington et al., 2017; Davis, 2017). A study investigated 
the impact of a variety of managerial behaviours, job characteristics, and organisational practices 
that impact on the level of employee engagement (Geldenhuys et al., 2014). The findings indicated 
159 
 
that the single most important factor for increasing and sustaining the level of employee 
engagement was the experience of meaningful work (Geldenhuys et al., 2014).  
As a result, meaningful work leads directly to higher levels of engagement but it also impacts on 
the levels of employee satisfaction, their commitment to the organisation, and their willingness to 
go beyond role expectations to serve others (Rainey, 2014; Martela & Pessi, 2018). Therefore, 
when work is perceived as meaningful, people have a sense of fulfillment and purpose that 
provides a psychological sense of well-being (Rainey, 2014; Martela & Pessi, 2018; Geldenhuys 
et al., 2014). The experience of meaningful work and well-being then spills over into the other life 
facets and contributes to the overall sense of an individual’s life purpose (Rainey, 2014; Martela 
& Pessi, 2018; Geldenhuys et al., 2014).   
Hypothesis two can therefore be accepted.  
 
6.3 OBJECTIVES ONE AND TWO  
 
Objectives one and two in relation to the study have being achieved. The study was able to 
ascertain the levels of emotional intelligence and the quality of life of school educators in the 
Reservoir Hills precinct. Furthermore, the study was able to gauge an understanding on the 
relationship between emotional intelligence and the quality of life of the educators. 
 
6.4 RECOMMENDATIONS  
 
The study has advocated recommendations for key stakeholders and future research in the 
schooling fraternity.  
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6.4.1 Recommendations for Stakeholders  
Relevant recommendations have been put forth in this research for the relevant stakeholders. The 
key stakeholders are the: 
 Department of Basic Education; 
 School leaders and, 
 Educators.   
 
The relevant strategies (presented in the model) that need to be implemented for each of the above 
stakeholders will be discussed in detail in Chapter Seven.  
6.4.2 Recommendations for Future Research   
The study proposed the following recommendations for future research:    
 Focus should be on different clusters within the Pinetown district (utilising stratified 
sampling) instead of just the Reservoir Hills cluster.  
 A comparative study should be undertaken between two districts in KwaZulu-Natal. In this 
way, potential researchers can see the problem at large.  
 A comparative analysis between public schools and ex Model C schools in order to view 
how emotional intelligence and the quality of life differ amongst educators.  
 Attention should be directed to either primary schools or high schools because combining 
both levels of schooling does not show a true reflection of the problem on hand.   
 From the current study, females showcase higher levels of emotional intelligence as 
compared to males. Therefore, more research needs to be conducted on how and why these 
variable levels affect females and males differently.   
 Future studies should focus on the value and influence of Employee Assistance 
Programmes (EAPs) on educators quality of life; 
 Attention should be drawn to how artificial intelligence will be a tool for facilitating 
emotional intelligence and the quality of life for educators as South Africa welcomes the 
fourth industrial revolution; 
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 Future studies should have a theoretical framework of Goleman’s (1995) model as the 
central key feature of the study in order to ascertain if the model has a significant difference 
for emotional intelligence and the quality of life among educators.   
 The study should utilise mixed methods in the methodology in order to yield the richness 
of data.  
 
6.5 CHAPTER SUMMARY  
 
This chapter has served to provide the concluding remarks of the study in terms of critically 
discussing each hypothesis in relation to its key dimensions. This then allowed for the key 
objectives of the study to be achieved by being able to gauge an understanding of the relationship 
between emotional intelligence and the quality of life of school educators. The study further went 
on to provide recommendations for future research. The next chapter presents a research model 
which showcases the salient strategies that need to be executed by each key stakeholder in the 
educational fraternity.  
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CHAPTER SEVEN: EFFECTIVE EMOTIONAL INTELLIGENCE STRATEGIES TO 
ENHANCE QUALITY OF LIFE FOR EDUCATORS  
 
7.1 INTRODUCTION  
 
The chapter provides a valuable contribution to the study. Taking into account outcomes of the 
study, a model is advocated as a new contribution to the current literature for relevant stakeholders 
in the primary educational sphere.  
 
7.2 RESEARCH MODEL: EFFECTIVE EMOTIONAL INTELLIGENCE STRATEGIES 
TO ENHANCE QUALITY OF LIFE FOR EDUCATORS 
 
Considering the number of challenges educators are experiencing within the educational sector 
poses a decrease in their quality of life, therefore the study has proposed a model to help educators 
increase their emotional intelligence thus ascertaining quality of life satisfaction. Figure 7.1 
illustrates the variable emotional intelligence with its key strategies showcasing a significant 
relationship with the quality of life. Therefore, when key strategies are executed by the relevant 
stakeholders accordingly, it results in all quality of life facets being satisfied.   
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Figure 7.1 Model of Effective Emotional Intelligence Strategies to Enhance Quality of Life for Educators 
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 Provision of Resources  
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STRATEGIES: EDUCATORS  
 Mindfulness Activities  
 Exercise  
 Meditation  
 Fostering Relationships  
 Performing Acts of Kindness  
 Volunteering  
 Creating Emotional Awareness 
 Journaling 
 Music 
 Affirmations  
 
 
STRATEGIES: SCHOOL LEADERS  
 Developing Educators  
 PDP 
 Conducting Meaningful Evaluations  
 Employee Engagement Initiatives  
 Recognition  
 Professional Development Opportunities 
 Team Building Exercises  
 Support Groups 
 Stay Interviews  
 Mentoring 
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7.2.1 Department of Basic Education  
The following recommendations are aimed for the Department of Basic Education: 
7.2.1.1 Strategy one: Emotional intelligence training and development   
Focus needs to be drawn to the following training and development initiatives:  
 Refresher educator workshops   
Emotional intelligence can be established and fostered by creating training programmes that will 
help educators exercise control over their emotions, thus allowing them to act in appropriate ways 
instead of reacting negatively. Over the past decade, there has been a growing interest in the 
development of school-based programmes that are focusing on emotional intelligence skills and 
competencies (Schoeps, Villanueva, Gasco & Castilla, 2018). The study found that the Department 
of Basic Education lacks educator emotional intelligence workshops. Therefore, the study 
advocates that the South African educational system should adopt an Emotional Intelligence 
Educator Workshop which will provide educators with resources in creating a satisfying school 
environment.   
For example, the study draws attention to Ciarrochi & Mayer (2013) who made reference to a one 
day highly interactive workshop, with the main focus being on leadership and professional 
development. The reason for this is that interpersonal relationships have demonstrated to be a 
significant predictor of school efficacy, thus being another aim of enhancing relationships in the 
school community (Ciarrochi & Mayer, 2013). 
 Focus of workshop training  
Tools offered in the workshop are created to serve as a managing mechanism for stress, which 
consistently ranks as the primary reason for educators choosing to exit the profession (Ciarrochi 
& Mayer, 2013). The workshop’s training focuses on the crux of:  
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 Extensive information on the four key emotional intelligence competencies;  
 Knowledge of how insightful emotional intelligence is, by supporting a fundamental role 
in all facets of the schooling environment and the educator's overall quality of life; and 
finally,  
 To provide innovative approaches and methods in order to enhance every emotional 
intelligence skill by utilising activities, simulations and group discussions (Ciarrochi & 
Mayer, 2013).  
The main tools offered at the workshop are: 
a. Emotional intelligence blueprint tool 
This is a tool that is offered in the workshop whereby it has a four-question process that helps 
educators in the classroom to deal effectively with emotional experiences confrontation with a 
school bully or dealing with a difficult colleague or parent (Ciarrochi & Mayer, 2013). What is 
interesting to note is that the Blueprint incorporates the scientific theory and practical applications 
into the classroom culture by assisting educators in preparation for situations that they anticipate 
to be emotionally difficult to evaluate and to cope with emotionally charged situations that they 
have previously experienced (Ciarrochi & Mayer, 2013). 
With that being said, the study recommends that by educators utilising the Blueprint tool will 
therefore anticipate a ripple effect on their overall quality of life. The execution of the Blueprint 
tool consists of a series of four questions directed to educators to inquire about a predicted or past 
encounter (Ciarrochi & Mayer, 2013). Each question reflects one of the four skills that will be 
utilised by educators to perceive and evaluate their emotional experience. The four questions are 
as follows: 
 “How may/was each person feel/feeling? (This question focuses on identifying one’s own 
feelings and those of the other person which are key factors in how a situation is handled)  
 What may/were you and the other person think/thinking about as a result of these feelings? 
(This question focuses on how emotions influence the way we think, and our thoughts 
influence how we handle the situation);   
 What may cause/have caused each person to feel the way he/she does/did? (This question 
focuses the underlying causes of the emotional experience); and lastly,   
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 What may/did you and the other person do to manage these feelings? (This question deals 
with the specific strategies that each person users to handle his or her emotions and this 
question is seen as vital in planning for and determining the effectiveness of emotional 
management strategies)” (Ciarrochi & Mayer, 2013, para. 6).  
 
The final part of the Blueprint process allows the educators to focus on the encounter, by making 
them write a strategy on how this interaction could have been dealt with more effectively 
(Ciarrochi & Mayer, 2013).    
The study draws a conclusion that the above refresher course has not been studied in a South 
African perspective nor has the Department of Basic Education have such refresher initiatives. 
Therefore, it is only compelling that the Department of Basic Education invest in drawing up 
refresher courses for educators considering that emotional intelligence is an evolving concept.  
b. Educator activities  
The workshop's educator activities offer practical lessons for educators to execute activities on 
their own and in the classrooms in order to further improve each skill (Ciarrochi & Mayer, 2013). 
Every lesson stresses the growth of a single emotional intelligence skill, however learning one skill 
at a time will often lead to the mastery of all key components of emotional intelligence as a whole 
(Ciarrochi & Mayer, 2013). These tasks are basic exercises with the ability to cultivate lifetime 
skills that are vital to professional and personal growth as well as allowing daily application to a 
range of contexts within and outside the workplace (Ciarrochi & Mayer, 2013). The study has 
found that there is limited execution of these practical emotional intelligence activities in schools. 
As a result, this study showcases that priority should be given to these practical activities as 
everyone reads emotional cues differently. Therefore, the study proposes that the Department of 
Basic Education should either outsource a training provider (like what corporate organisations do) 
or send internal training facilitators to schools.    
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 Training executed in relation to Mayer and Salovey’s Ability Theory (1997) 
The study advocates that training initiatives should be developed in line with Mayer and Salovey’s 
Ability Theory (1997). Therefore, the rationale for the study using this theory is due to the testing 
of educators’ abilities based on the model’s four ability types (perception, reasoning, 
understanding and management of emotions) will allow the Department of Basic Education to 
perceive if educators have the appropriate emotional intelligence to function in their specific tasks. 
By being able to function in their specific tasks will allow educators to enhance their quality of 
life. The research emphasises that this is also vital for educators who teach in special needs schools 
where they have be patient due to the execution of many repetitive lessons because of an array of 
student disabilities such as Down Syndrome, Autism, Intellectually Impaired and Cerebral Palsy.  
As a result, the study advocates that training in emotional intelligence should be combined with 
group workshops and individual coaching sessions that simultaneously lead to desired changes in 
the school and individual. The study discovered that the Department of Basic Education has not 
invested in creating such training initiatives in line with emotional intelligence. Therefore, this 
initiative will add value to the body of knowledge within the educational sector by supporting the 
Department of Basic Education in the implementation of the upcoming curriculum change which 
will enlist educators with the relevant key competencies to execute. The study notes that this 
initiative has proven success in various countries and across different cultures.  
For instance, research in Malaysia discovered a positive and significant relationship between 
overall emotional intelligence skills and effectiveness of teaching (Hassan, Jani, Som, Hamid, 
Azizam, 2015). This conclusion is also substantiated by studies in India where emotional 
intelligence has been revealed as one of the contributing factors to the effectiveness of educators 
in all dimensions, such as teaching abilities and personal characteristics (Patel, 2017; Srinivasan, 
2015).   
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7.2.1.2 Strategy two: Formative assessments for trainee educators   
To manage the challenging work environment, formative assessments must be incorporated into 
the performance evaluation for tertiary-level trainee educators. The study recommends that trainee 
educators should focus on their feedback to enhance their utilisation of emotional intelligence in 
the classroom, thus enhancing their teaching according to the prescribed professional teaching 
standards. The study acknowledges that the Department of Basic Education does formative trainee 
assessments for their trainee educators, however the component lacking is the implementation of 
emotional intelligence non-verbal and verbal actions incorporated into trainee educators executing 
these skills into their lessons. Kanjee (2020) however advocates that the Department of Basic 
Education has been drawing up initiatives recently in order to support educators in enhancing their 
utilisation of formative assessments which can be seen as a positive step for improving educator’s 
utilisation of emotional intelligence. 
A study exploring the experiences of history and social sciences trainee educators utilising 
innovative formative assessment strategies during practicum was conducted on an undisclosed 
South African university (Warnich & Lubbe, 2019). The findings displayed that formative 
assessments designed in relation to emotional intelligence is a great tool for facilitating challenges 
in the classroom like managing advanced learners, classroom and time managements (Warnich & 
Lubbe, 2019). The study notes that this is seen as a developmental area that will help in the existing 
body of knowledge. As a result, the study advocates that trainee educators should be assessed with 
a criteria in tandem with the dimensions of emotional intelligence similar to the study of Warnich 
& Lubbe (2019).  
Internationally, studies revealed that a manageable and efficient method for increasing trainee 
educator quality is the formative evaluation of emotional intelligence in the classroom (Pugh, 
2009). In Britain, government policy has placed schools as full partners in education for educators, 
resulting in a shift in focus from educator education theory to more ‘learning by doing’ as one 
cannot solely rely on emotional intelligence online tests (Pugh, 2009). This is also a helpful 
suggestion where the Department of Basic Education can review and evaluate their educational 
policies.  
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7.2.1.3 Strategy three: Awareness of Employee Assistance Programmes (EAPs) 
The study acknowledges the Department of Basic Education for having employee assistance 
programmes which is highlighted in the EAP policy. However, the study discovered that there has 
been no awareness of these valuable programmes for educators to enrich their quality of life nor 
has there been research conducted on validating the success rate of EAPs in relation to educators. 
Considering the number of challenges educators encounter as highlighted in the study’s problem 
statement and with educators who have an emotional exhaustion in special needs schools, it is 
therefore feasible to ensure that the Department of Basic Education utilises awareness strategies 
for EAPs, thus reducing the many negative emotions educators come across in their profession. 
The study suggests the awareness techniques below for the Department of Basic Education which 
will assist educators in their well-being challenges: 
 Incorporate EAPs as a separate tab in the National Department of Education Website; 
 Send out regular reminders via leaflets or electronic communication; 
  Providing schools with EAP flyers for them to put up in the staff room; and,  
 Ensuring an educational representative visits schools occasional to enlighten educators on 
the EAP tools they offer. 
 
To further highlight EAPs, a study based on the Free State Department of Education found that 
educators need to be familiar with the content of policy guidelines and procedures in order to 
facilitate employee assistance programmes (Rakepa, 2012). Additionally, the Western Cape 
Government has seen tremendous success with their toll free line employee services for educators 
whereby, “in the 2017/18 financial year a total of 798 individual employees accessed the employee 
well-being programme services” (Western Cape Government, 2018, para. 10).   
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7.2.1.4 Strategy four: Modules created for university student educators 
The study recommends that the Department of Basic Education should communicate with the 
Department of Higher Education with regard to the creation of modules on emotional intelligence 
that is needed at university level to give more information to future educators regarding the 
relationship between emotional intelligence and their profession. This must also include what sort 
of challenges they may encounter in the school environment and how they can deal with it rather 
than entering the environment without the provided coping strategies.   
In addition, this study adds value to the current body of knowledge by illustrating that reforming 
the process of teaching must not rely heavily on a new curriculum, but rather should focus on its 
quality. The study advocates that it is therefore necessary for a range of projects to be created in 
order to provide extensive information regarding the burnout syndrome to trainee educators and 
how they can resolve it in their working environment. However, during a research colloquium held 
by the Department of Higher Education and Training, Professor Paul explained that the World 
Economic Forum considers emotional intelligence as one of the ten top skills that is required to 
thrive in 2020 since the Fourth Industrial Revolution is on its way which is making emotional 
intelligence increasingly important (Department of Higher Education & Training, 2019). 
Thereafter, Professor Paul acknowledged that education is not tailor-made, which means that the 
higher education sector needs to respond to this and not continue to teach in a bulk manner 
(Department of Higher Education & Training, 2019). 
The study considers that emotional intelligence is a fairly new concept which is now being 
popularised in current studies, modules should be designed according to Goleman’s (1995) Model 
of Emotional Intelligence as the model has confirmed the manifestation of career success and it is 
best suited for creating effective leaders because educators should consider themselves as leaders 
in the classroom (Goleman, 2017; Issah, 2018; Gage & Smith, 2016).   
Additionally, Goad and Justice (2005) demonstrate that by offering emotional intelligence training 
in the preparation of new educators will result in pre-service educator education, mentoring 
induction experiences, and alternative certification programmes being strengthened (Sharma & 
Bindal, 2012). Furthermore, Goleman (1995) argued that life success is influenced more by an 
individual’s ability to engage the five components of emotional intelligence (Goleman, 2017). 
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Therefore, the study proposes the more that you, as a leader, manage each of Goleman’s (1995) 
components, the higher your emotional intelligence. For example, the United Nations Educational 
Scientific and Cultural Organisation (UNESCO) initiated a global programme for classrooms in 
2002 in order to encourage emotional learning (Segers, 2014). The United Nations body sent a list 
of ten basic emotional intelligence principles to ministries of education around the world, drawing 
heavily from Goleman's (1995) emotional intelligence demonstration (Segers, 2014).  
7.2.1.5 Strategy five: Provision of adequate resources  
For educators to carry out their job effectively, they require the appropriate resources. This can be 
difficult as we are living in an age in which funding for education is a major concern (Donohue & 
Bornman, 2014; Mestry & Ndhlovu, 2014).  
Through statistical research conducted on secondary data by Mbiza (2018), it was discovered that 
South Africa spends more on education than the United States of America and the United 
Kingdom. It was further noted that South Africa’s education system “performs worse than poorer 
nations such as Zimbabwe, Kenya and Swaziland” (Mbiza, 2018, para. 7). This clearly 
demonstrates that the funding we have put into the system is not reflected in our education system. 
The Department of Basic Education needs to monitor their funds wisely, also considering that the 
fourth industrial revolution will be implemented soon which requires a big amount of money since 
learning will be digitalised (Kennedy, 2019).  
In the Internet age, educators have a wide range of tools at their disposal than ever before. The 
study advocates that educators need to be taught how to use the internet and other technology in 
their classroom as an educational resource. The Department of Basic Education must do their 
utmost to provide their educators with the best resources and professional development in order to 
utilise the resources at hand efficiently. The resources are as follows: 
 Information Communication Technology (ICT) 
The study discovered that public schools do not have intranet portals as opposed to ex Model C, 
semi-private and private schools. Schools should create an intranet for educators to access 
information. On the intranet, there should be e-learning training modules for the educators to 
complete in their free time. The study suggests that during educators’ performance appraisal, e-
172 
 
learning should be a component whereby educators should be rated on how many e-learning 
training modules they have completed in order to ascertain a performance score. By introducing 
the e-learning platform will result in benefits like:  
 Certain training courses within the educational sector can utilise e-learning with no longing 
for printed training materials or even on-site facilitators, given that all of the information 
the educator will need can be found within the e-learning platform. The upkeep costs of an 
online training platform are minimal when compared to traditional face-to-face employer 
development; 
 Online learning can be delivered promptly and efficiently, thus allowing staff to obtain new 
information and skill sets instantly. Instead of waiting for the development of printed 
materials to be distributed across the school base, one can simply upload the learning 
materials thus providing educators with access to a wealth of information immediately. For 
example, if school leaders notice that educators are in need of conflict management skills, 
one can therefore upload the training materials for educators to go over;  
 It provides educators flexibility in accessing or referencing important information 
whenever they require it. For example, if an educator needs to refresh their memory 
regarding what is required for the CAPs curriculum, educators can just log onto the intranet 
and access the information; and, 
 This contributes to increased information and skill set development when an educator is 
able to learn in an immersive and engaging environment. Offering educators access to 
immersive, reality-based simulations, games, and assessments would motivate them to 
absorb the knowledge more efficiently, thus allowing them to implement it in the working 
environment which will contribute to their overall well-being (Weber & Hamlaoui, 2018).  
 
To support the wise application of ICT, De Sousa, Richter and Nel (2017) propose three priority 
actions:  
a. Providing audio-learning to support educators;  
b. Promoting the utilisation of video to self-study educators and sharing models of desired 
practice; and,  
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c. Providing educators with access to teaching and learning tools through open content to 
assist them by integrating this content into their instruction. Therefore ICT allows 
continuous development. 
 
 Artificial Intelligence (AI) 
In other parts of the world artificial intelligence is already making its effects known to educators 
and learners (Atkinson, 2019; Kennedy, 2019). According to Goleman (2019, para. 1), “artificial 
intelligence will transform many of the skills in the workplace and make emotional intelligence 
increasingly important”. This study according to contributes to a new technological era which has 
not been implemented in the South African educational system. The artificial intelligence tutoring 
system presents “core theory and with the evaluation of the learner response the feedback enables 
the system to formulate an optimal learner path to ensure subject mastery” (Atkinson, 2019, para. 
8). Therefore, educators can concentrate on empowering themselves to be better educators and 
start to recognise patterns in learning behaviour (Atkinson, 2019; Kennedy, 2019). The study notes 
that this strategy will also help in combatting educator shortages since it is difficult to retain skilled 
and qualified educators.  
 
 Fun working environment  
The study suggests that staff break rooms should have a fun component which will allow educators 
to feel happy and less stressed. Creating an environment that has positive affirmations together 
with a pool or soccer table will help regulate emotions positively (West, 2013). Staff members at 
the West Australian School were welcomed into an upgraded staff room for the first day of the 
2017 school year (Vukovic, 2017). The facility, which had not been updated since the 1980s, now 
included high tables, a mobile kitchen bench in the middle of the room as well as a collaborative 
seating area (Vukovic, 2017). The principal stresses that “space demonstrates to staff that they are 
valued in the school community” (Vukovic, 2017, para. 10).  
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Additionally, the study finds creating a theme for the staff break room will let out a positive vibe 
for the educators, for example a dinar theme. Therefore, living in a modern age with continuous 
evolution, the aesthetics of the working environment needs to be inviting and not always traditional 
(West, 2013). For example, many new schools in England are being designed without the 
traditional themed staff rooms, instead now has a spacious kitchen, toilet, shower, and comfortable 
sofas with wall-to-floor windows (Slawson, 2018). This change will make employees look forward 
to work knowing that their seniors care about their well-being (West, 2013).   
The study discovered that South Africa’s educational leaders are yet to inculcate aesthetics of this 
nature for staff rooms nor is it in their budget. The Department of Basic Education should place 
priority on their educators as they are their assets. With all the chaos that occurs within the school 
environment, ensuring educators have a space provided for them where they can recharge is crucial 
(considering educators spend almost all their time at work).  
7.2.2 School Leaders 
The following recommendations are aimed for school leaders: 
7.2.2.1 Strategy one: Developing educators  
School leaders need to draw their attention to the following development initiatives:  
 Personal Development Plan (PDP) 
A Personal Development Plan (PDP) is a method of determining what is essential to the employee, 
what the employee seeks to accomplish, what skills the employee now has that can assist in 
meeting the goals, and ultimately what the employee requires for improving and developing over 
time (Smith, 2011; Grit & Van Der Sijde, 2016). It is mentioned that the means of supporting 
lifelong learning among educators are by and large related almost entirely to those which focus 
upon serving the system (Grit & Van Der Sijde, 2016).  
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The study notes that when an educator realises what he or she wants to accomplish, this then 
becomes easier for the educator to achieve due to seeing the benefits of taking action even if the 
task is not pleasant. As a result, the educator becomes increasingly motivated for this action plan 
thus increasing job performance and finding meaning in their work which will positively affect 
their quality of life. Additionally, this PDP can help eliminate the gender imbalance by allowing 
women to enter senior management positions in the education sector and provide them with a voice 
of empowerment.  
Schools do implement PDP’s, however the study proposes a new procedure in drawing up a PDP 
instead of the traditional PDP that schools utilise which requires educators to score themselves and 
then these scores get evaluated by the Head of Department to cross check if the educator is worthy 
of it.  There are three steps for the new PDP process:  
 Step one: Set objectives 
Goals of the employee in tandem with the school leader are identified to help meet the educator’s 
personal or professional needs (Smith, 2011; Grit & Van der Sijde, 2016). The goals must be 
specific, measurable, action-based, realistic and time-bound; therefore, the more comprehensive 
the objectives, the more likely it will be accomplished (Smith, 2011; Grit & Van Der Sijde, 2016). 
For example, an educator may need particular skills in handling behavioural situations or conflict 
management. Therefore, these skills might be developed with regard to the educator having to 
attend a training programme or do an e-learning course in order to develop key competencies and 
skills.   
 Step two: Prioritisation of objectives 
The report will indicate per objective whether it is vital to the current role of the individual, 
advantageous to the current role but not vital, critical to advancing or expanding into a new or 
future role, or advantageous but not vital to a new or future role (Smith, 2011; Grit & Van Der 
Sijde, 2016). This will ensure the objectives for the educator carries equal weight (Smith, 2011; 
Grit & Van Der Sijde, 2016).  
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 Step three: Identify the resources required 
While it is important to examine areas for improvement and objectives for professional success, 
determining the resources or support needed to achieve the objectives is equally imperative. To 
mention a few such as financial costs, people involved and time away (Smith, 2011; Grit & Van 
der Sijde, 2016). For example, the educator may have to skip work in order to execute the given 
plan to undergo the training session. Therefore, all the specifics need to be outlined in the PDP 
regarding who will be responsible for the training or is there any terms and conditions for training 
(like the educator having to present a portfolio or practical to the school to see if the employee 
absorbed the learnings). Hence the prioritisation step is important since it will determine if the 
objective is feasible for investing in (Smith, 2011; Grit & Van Der Sijde, 2016).  
 Step four: Review process 
The final stage of the PDP process involves identifying a suitable meeting time for the educator to 
evaluate and reassess the PDP progress with the school leader. The prioritisation of the targets 
enables to assess the time frame, the level of improvement achieved and whether additional 
training and development is required (Smith, 2011; Grit & Van Der Sijde, 2016). Therefore, the 
study notes that this is identified as an ideal opportunity for the educator to focus on his or her 
training and recognise factors that hinder goals and objectives from being accomplished.  
 Conducting meaningful evaluations 
The study acknowledges that it is quite time consuming for school leaders having to conduct 
thorough educator evaluations since they are most often overwhelmed by their responsibilities 
hence placing the evaluation aspect on the backburner. However, it is important to note that 
evaluations are the most essential aspect of enhancing the quality of the educator. Therefore, the 
study suggests that in order to determine the areas of need and development, the school leader 
must regularly monitor and assess the classroom behaviour of the educator. The study notes that 
only when it comes to scorecard time, school leaders choose to conduct meaningful evaluations 
for rectification. This is a gap that must be closed.  
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This study draws emphasis by illustrating that educators want to feel that their work matters 
beyond just their salary and benefits on a continuous basis. Therefore, the study suggests that 
instead of concentrating on the educator’s output, school leaders must try to work on the educator’s 
implications of their actions by fitting it into their evaluations. Although it is pleasing that they 
completed a training course or rolled out a curriculum change within the specified time period, it 
is important to go a step further by explaining why these courses or changes will have a greater 
impact on the educational system and themselves. School leaders being a successful change agent 
in these meaningful evaluation sessions are critical.   
7.2.2.2 Strategy two: Employee engagement initiatives 
Considering the state of school budgets, instilling meaningful initiatives to empower and 
encourage educators is incredibly difficult for most school principals (Mestry, 2017; Maddock & 
Maroun, 2018). On the contrary, small gestures can make a huge difference in keeping educators 
inspired.   
 Recognising those who go above and beyond 
All educators desire to be reassured that they are doing an excellent job. Many school principals 
appreciate the contributions of their educators by providing positive reviews, both publicly and 
privately (Sutherland, 2018; Dornyei & Kubanyiova, 2014). The study advocates that daily 
memos, emails and regular staff meetings are the ideal opportunities to acknowledge exceptional 
contributions made by educators.   
The study further suggests implementing an incentive every month whereby when schools have a 
staff meeting, educators should be awarded with a recognition award. For example a ‘Golden 
Apple’ for educators that go above and beyond their efforts. Principals should therefore try to leave 
a little extra money in their budget to reward these excellent achievements with small personal 
gifts such as gift cards and small trinkets like diaries and clocks.   
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Furthermore, the study advocates that by sending cards to educators welcoming them back from 
an illness, celebration of a birthday, recognising a special achievement or just by showing your 
support when an educator is having difficulty trying to accomplish a hard task makes educator’s 
feel appreciated. By school leaders celebrating their team, this will then regulate their emotions 
positively to try and accomplish the task on hand. Therefore, this study adds value by enhancing 
the need for principals and school committees to show appreciation to their staff with simple 
gestures that do not involve money. Since school leaders are so busy working, they forget about 
their staff’s morale and motivation. 
 Encourage educators to seek professional development opportunities   
School leaders offering professional development at school should also offer additional learning 
opportunities outside of school for each educator (Mahlangu, 2018; Martin & Polly, 2016). This 
can include seminars, workshops, or specialised professional development offered at the district 
level (Mahlangu, 2018; Martin & Polly, 2016). School leaders should thus approve all reasonable 
requests and they should keep an eye out for new opportunities which can be presented in staff 
meetings for all educators (Mahlangu, 2018; Martin & Polly, 2016).   
 Team building exercises   
The underlying idea behind team building is to inspire staff and to create a positive workplace 
environment allowing everyone to contribute to shared goals (Ramirez, 2013). The school system's 
success depends on its staff’s ability to work as a team by understanding each other’s strengths 
and weaknesses, thus delivering the desired quality of work together (Dyer, 2013; McEwan, 
Ruissen, Eys, Zumbo & Beauchamp, 2017).   
The study suggests taking half a day on a Friday, for example, to do something fun, like going on 
a scavenger hunt, engaging in outdoor activities or even just bowling. Such social events help 
people in the group to connect with others with whom they do not communicate on a daily basis, 
thereby creating a better sense of community within the school environment. There are a range of 
benefits that can be gained by building a team with a strong motive such as creation of innovation, 
increase in morale and work output, increased job satisfaction and the improvement of quality of 
life (Dyer, 2013; McEwan et al., 2017). 
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 Support groups  
The study advocates that to facilitate professional development can require scheduling of study 
groups (maybe organised by grade level) to read a book or debate an arising matter of current 
interest. Additionally, educators can have support group meetings every two months with an aim 
of raising any concerns that they are experiencing within their career. Networking with your peers 
who are also experiencing similar situations will help one to combat such challenges. Considering 
the soon to be fourth industrial revolution, educators can sponge off ideas from one another and 
come up with action plans on how they can make the system work together. 
Owing to schools being busy caught up with the numerous demands, they often put their staff on 
the back burner. The study discovered that there are only a handful of schools that practise support 
groups for educators, as a result this strategy will contribute to educators finding meaning in their 
work and enhancing their teaching practices. Internationally, research found that educators 
believed that support groups had significant benefits (Hanover Research, 2015). Educators 
believed it offered them the opportunity to connect, emotionally support each other, nurture trust, 
comradeship, and foster relationships (Hanover Research, 2015). 
 Stay interviews  
The study suggests that schools should implement a ‘stay interview’ for their educators. A stay 
interview is a way for school management to gather actionable information anonymously about 
what their educator’s value and what may need to be changed (Finnegan, 2018; Kaye & Evans, 
2015; Hom, Allen & Griffeth, 2019). On the contrary by conducting exit interviews, it is too late 
to identify and solve the problems or help the exiting employee accomplish the goals they are 
leaving you to obtain.    
Conducting stay interviews on as many employees as possible can allow for the school 
management to determine what trends exist in the answers educators give. By proactively asking 
these questions, the school management can get information about what is working and what is 
not, therefore making changes accordingly which can result in possible employee retention. People 
feel valued and important, which often creates stronger loyalty and commitment to practise which 
help with the retention of educators and the brain drain. The study finds this as a valuable 
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contribution to the existing body of knowledge as stay interviews have not been implemented in 
the South African educational sphere.  
 Mentoring  
The study recommends that the school leader must cultivate veteran educators to share their best 
practices with struggling educators continually or request from the Department of Basic Education 
for one to assist. With this study majority of the sample consists of females and findings revealed 
that many women enter this profession. Therefore this will help empower women to cope in such 
a demanding environment where they can relate to their peers and develop the necessary emotional 
intelligence skills. The intervention of mentoring was proven by an international study whereby 
educators confirmed that mentees viewed their influential mentors as contributing to their 
development of the dimensions of emotional intelligence (Lishchinsky & Gazenfrantz, 2015).    
7.2.3 Educators 
The following recommendations are aimed for educators: 
7.2.3.1 Strategy one: Mindfulness activities 
In order for educators to develop awareness of their thoughts, feelings, bodily sensations and 
surrounding environment, the following activities proposed by study must be practiced: 
 Exercise  
Educators should exercise regularly as it provides the following benefits: 
 Reduces stress 
An individual encounters a lower form of stress when exercising, which accelerates the heartbeat 
and triggers a burst in hormonal change (Lim, 2019; Kolehmainen et al., 2014). Your stress 
tolerance is increased due to exercising often hence allowing the ability to handle stressors which 
improves over time (Lim, 2019; Kolehmainen et al., 2014). Therefore, the less you stress about 
life, the happier you become. Additionally, even brief morning or afternoon workout sessions such 
as yoga will help to control your sleep patterns (Lim, 2019; Kolehmainen et al., 2014).   
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 Combats anxiety  
Studies explained that anxiety-stricken individuals are relieved not only by the immediate mood 
boost resulting from exercise, but also long term (Kolehmainen et al., 2014). The effect is similar 
to that of meditation and group therapy induced calmness (Kolehmainen et al., 2014). Olisah 
(2012, p.  99) notes that “it relieves tension and stress, boosts physical and mental energy, and 
enhances well-being through the release of endorphins”.   
 Stronger resilience  
When confronted with life's mental or emotional obstacles, exercise can help you cope healthily 
rather than resorting to alcohol, drugs, or other negative behaviors that eventually only aggravate 
your symptoms (Lim, 2019; Kolehmainen et al., 2014). As you see the transformation of your 
body through your regular exercise activities, you feel accomplished believing that you have the 
power and control to make changes that lead to happiness (Lim, 2019; Kolehmainen et al., 2014).  
 Meditation  
Practising meditation according to the study can better manage negative emotions like anger and 
fear thereby promoting a faster recovery in emotional responses. The study advocates that there 
are helpful meditation applications that can be found on google playstore to help facilitate the 
meditation process. With the convenience of having these meditation applications on hand, 
educators can conduct their meditation anywhere they want thus developing mindfulness. 
Additionally, educators can incorporate these meditation applications into their lessons thus 
regulating student’s emotions positively.  
Internationally, meditation applications such as Headspace is helping educators rewire students 
brains to enable focus, the application is also helping educators with their well-being (Shulman, 
2019; Hallahan, 2019). Recently, the number one meditation application “Calm” has made itself 
freely accessible for educators and students to utilise (Shulman, 2019). This strategy will add value 
to the educator and in the classroom as there are no South African evidence showcasing the 
downloading of the meditation application as everyone is used to the traditional meditation 
execution. 
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7.2.3.2 Strategy two: Fostering relationships  
As human beings, so much of our well-being depends on society (Dyson, Plunkett & McCluskey, 
2015; Reis, 2018; Thomas, Liu & Umberson, 2017). While the educator may be surrounded by 
students throughout the day, building these strong social relationships at work is still valuable 
(Dyson et al., 2015; Reis, 2018; Thomas et al., 2017). Likewise, for their well-being and 
professional growth, educators establishing networks outside their immediate school community 
is good. Studying an online Master of Education, for instance, is a helpful way to associate with 
educators from all over South Africa and the world. Nevertheless, being around people is not the 
answer (Dyson et al., 2015; Angelo, 2015; Reis, 2018; Thomas et al., 2017).   
Alternatively, deep connections with other people are significant (Reis, 2018; Thomas et al., 2017). 
For enhancing your psychological well-being, the quality of relationships matters more than the 
quantity (Dyson et al., 2015; Angelo, 2015; Reis, 2018; Thomas et al., 2017). The study proposes 
that while social media interaction may be a great way to reconnect when you are unable to visit a 
friend in person, there is however no real substitute for interactive face-to-face benefits. For 
example: go out for coffee with a friend, have a family dinner, or give a call to a loved one. Strong 
social support is key to staying psychologically healthy, therefore if you lack a support system, 
take steps to meet more people (for example: joining community activities or attending a fun 
aerobics class) (Dyson et al., 2015; Angelo, 2015; Reis, 2018; Thomas et al., 2017).   
7.2.3.3 Strategy three: Performing acts of kindness 
Doing good things for other people informs you that you have the ability to make a change in the 
world, hence helping people to think more positively which allows them find happiness (Dipirro, 
2015; Atkins & Salzhauer, 2018). Lending a helping hand to a colleague who is behind in a project, 
presenting a massaging voucher to a friend who is undergoing a difficult time or raising money for 
a good cause are just a few easy ways of improving your psychological well-being.  
 
 
183 
 
Cultivation of appreciation from kindness will offer empathy and compassion for development; 
which in turn leads to a sense of interconnection with others (Dipirro, 2015; Atkins & Salzhauer, 
2018). Additionally, the will to live in depressed people who feel isolated and different can be 
transmitted by kindness; that is why volunteering is immensely strong as it can reinforce a sense 
of community and belonging (Dipirro, 2015; Atkins & Salzhauer, 2018).   
Practising kindness ensures that:  
 “Positive energy is released;   
 It can release neurochemicals that result in a sense of well-being;  
 It enhances the release of oxytocin in interactions where two or more people are engaged 
in kindness behaviour. In turn, bonds between those who are kind to one another are 
strengthened; and lastly,  
 It enhances both physical and mental health. Many physical ailments are either precipitated 
by or aggravated by stress. Kindness reduces stress” (Sreenivasan, 2017, para. 8). 
 
 Volunteering 
Volunteering provides invaluable assistance to people in need with great perks such as building 
new friendships, engaging with the community, learning new skills, and even progressing through 
the acquisition of essential organisational skills such as empathy, teamwork, communication and 
problem solving. The study proposes that educators should get involved in charity organisations 
or join a spiritual organisation to help volunteer. This will help relieve the quality of life challenges 
educators feel within their profession being tension, frustration and stress amongst others. This 
strategy, therefore contributes to assisting the problem statement by showing the ripple effect of 
how volunteering impacts on emotional intelligence and the quality of life.  
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7.2.3.4. Strategy four: Creating emotional awareness  
Educators practising the below strategies will help in the development of emotional awareness:  
 Journaling  
The study suggests that journaling is a useful way to get a precise gauge of yourself. By 
contemplation, it can help an educator develop and grow. Start by writing down:  
 What happened to you at the end of every day; 
 How it made you feel; and,  
 How you dealt with it.  
 
Documenting such details will highlight your strengths and weaknesses. Review your comments 
periodically and make note of any trends as this will help resolve the existing problem by 
highlighting solutions that worked and did not work. The study found from a South African 
perspective, there has been no research on the relationship between journaling and problem solving 
of educators to showcase how it helps them in their development of emotional intelligence.  
Internationally, studies have shown educators keeping journals to record their daily emotions. 
Kelly (2020) reveals findings which showcased that educators who indulge in reflective diary-
writing reclaim their well-being and assessment of their work situations.  
 Music  
As emotions are influenced by music in the same way activities are also influenced by music. After 
and before listening to music, a huge difference can be seen in on performance and task which can 
be seen as motivational factor. The study suggests that educators should start their mornings off 
by listening to upbeat music or dance to a song that will orchestrate their emotions positively. 
These positive emotions will rub off on students and people who come into contact with the 
educator as the educator displays enthusiasm. This is a new approach that will add value to the 
existing body of knowledge. 
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7.2.3.5 Strategy five: Affirmations 
If our thoughts are irrational, exaggerated, or negative then we may become anxious or emotional 
and our performance is likely to decline (Canfield, Ganglani & Johnson, 2017; Warner, 2014). By 
using positive affirmations, it is a powerful way to arrange our thoughts and convert our goals into 
outcomes (Canfield et al., 2017; Warner, 2014). A positive affirmation is a strong self-declaration 
spoken about an objective that has the potential to be achieved in the present tense (Canfield et al., 
2017; Warner, 2014).  
The mind and body are so well integrated that the mind is often unaware of whether a concept or 
image is true or imagined (Canfield et al., 2017; Warner, 2014). So when your mind creates an 
image of success, that image will be processed by your central nervous system and the entire body 
as if it were real (Canfield et al., 2017; Warner, 2014). Therefore, you can make or break your 
performance by choosing the right words and thoughts.  
Use affirmations to create real changes in your life if you want to:   
 “Improve concentration;  
 Relax and sleep well;  
 Build self-confidence;  
 Accelerate learning of skills;  
 Deal with fear and negativity;  
 Heal quickly from sickness or injury;  
 Increase endurance, strength, and performance;  
 Train faster and more efficiently; 
 Improve relationships; and lastly,  
 Improving the quality of life” (Jordan, 2013, para. 9). 
 
The study suggests by writing your affirmations on something you will often look at; for example 
your laptop screen, fridge door, car dashboard or even on your smart phone alarm clock will help 
wake you up in a happy mood once you read it.   
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7.3 CONCLUSION   
 
It can be concluded that when key stakeholders execute the relevant strategies, it contributes to 
adding value to the different facets of quality of life. This results in a ripple effect for educators 
being satisfied with their personal and work well-being. Additionally, the strategies that were 
provided by the study helps with combatting the problem statement with attention drawn to: 
curriculum change, retention of educators, empowering women and creating a healthy well-being. 
Furthermore, these strategies also highlight to educators that their efforts are not in vain as it is 
contributing to something meaningful. 
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APPENDIX C: INFORMED CONSENT 
  
UNIVERSITY OF KWAZULU-NATAL  
Management, IT and Governance   
Dear Respondent,  
  
 MCom Human Resource Management Dissertation  
Researcher: Prashanti Maharaj (071 414 7657)  
Supervisor: Dr Anisha Ramsaroop (031 260 7674)  
Research Office: Ms. M Snyman (031 260 8350)  
   
I, Prashanti Maharaj a MCom Human Resource Management student in the Discipline of Human 
Resource Management and Industrial Relations, in the School of Management, Information Technology 
and Governance at the University of KwaZulu-Natal. You are invited to participate in a research project 
entitled The Relationship between Emotional Intelligence and the Quality of Life of Educators with 
Particular Reference to Schools in the Reservoir Hills Precinct (Pinetown District, KwaZulu-Natal). 
The aim of this study is to understand how emotional intelligence influences the quality of life in this 
demanding occupation.    
  
Through your participation I hope to understand the relationship between emotional intelligence and the 
quality of life of educators in Reservoir Hills.   
  
Your participation in this project is voluntary. You may refuse to participate or withdraw from the project 
at any time with no negative consequence. There will be no monetary gain from participating in this survey. 
Confidentiality and anonymity of records identifying you as a participant will be maintained by the School 
of Management, Information Technology and Governance, UKZN.    
  
If you have any questions or concerns about completing the questionnaire or about participating in this 
study, you may contact me or my supervisor at the numbers listed above.    
  
The survey should take you about 15 minutes to complete. I hope you will take the time to complete this 
survey.     
  
Sincerely  
  
      
Investigator’s signature____________________________________   Date_________________  
  
______________________________________________________________________________  
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CONSENT  
  
  
  
I………………………………………………………………………… (full names of participant) 
hereby confirm that I understand the contents of this document and the nature of the research 
project, and I consent to participating in the research project.  
  
I understand that I am at liberty to withdraw from the project at any time, should I so desire.  
  
  
  
SIGNATURE OF PARTICIPANT                                       DATE  
  
………………………………………………………………………………………………  
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APPENDIX D: QUESTIONNAIRE 
Dear Participant   
I am Prashanti Maharaj, a student from the University of KwaZulu-Natal (UKZN) who is currently 
pursuing my Master of Commerce degree in Human Resource Management in the Discipline of 
Human Resource Management, in the School of Management, Information Technology and 
Governance. I am required to undertake a dissertation in fulfillment for my Masters degree. I have 
chosen your school to provide me with the relevant information that is needed for this study.   
This questionnaire is designed to study the relationship between emotional intelligence and the 
quality of life among educators. The information you provide will help to better understand how 
utilising emotional intelligence in your work environment can contribute to a better quality of life. 
You are in an ideal position to provide a correct picture of whether high emotional intelligence is 
a catalyst for having a better quality of life in teaching. I therefore request you to respond to the 
statements frankly and honestly. This research is purely for academic purposes and your response 
will be kept strictly confidential.   
You are also at liberty to withdraw from this study at any time. Should you require a copy of the 
results or have any queries, feel free to contact me at 214534550@stu.ukzn.ac.za or my supervisor 
Dr Anisha Ramsaroop at ramsaroopas@ukzn.ac.za.  
Thank you for your co-operation, contribution and taking the time to assist me in my educational 
endeavours.  
  
Yours faithfully,   
 
 
. . . . . . . . . . . . . . . . . . . . . .  
Prashanti Maharaj  
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QUESTIONNAIRE 
The Relationship between Emotional Intelligence and the Quality of Life among Educators 
in Reservoir Hills 
Part A: Biographical Details  
Please provide the following information by placing a [x] in the appropriate box.  
1. Gender  
Male     1                     
Female     2        
 
2. Age  
Under 20     1 
20-29      2     
30-39      3 
40-49      4 
50 and above     5 
 
3. Race 
African                          1                              
White      2     
Coloured    3  
Indian     4         
Other     5   
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4. Marital Status  
Single                 1 
Married                        2 
Widowed                     3 
Divorced                       4 
Separated           5 
Other                           6 
 
5. Your Highest Level of Completed Education       
High School       1 
Diploma/Certificate     2 
Undergraduate Degree  3 
Honours Degree   4 
Other      5 
 
6. Number of Years in the Teaching Profession   
Less than 1    1  
1-2     2 
3-5     3 
6-10     4 
Over 10     5 
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7. Level (s) currently Teaching 
Primary    1  
Junior                 2 
Intermediate     3 
Senior                           4 
Other                  5 
 
8. Employment Status  
Full-time     1 
Part-time     2 
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Part B: Emotional Intelligence  
Each of the following questions below pertains to your emotions and reactions.  Please circle 
the appropriate number against each statement, according to the scale given below.    
 
 
 
Strongly Disagree 
(SD) 
1 
Disagree 
(D) 
2 
Neither Agree nor 
Disagree 
(NA/D) 
3 
Agree 
(A) 
4 
Strongly Agree 
(SA) 
5 
 SD    D     NA/D     A        SA 
1. When I am in a positive mood, solving problems is easy 
for me. 
1     2          3        4           5 
2. When I am in a positive mood, I am able to come up 
with new ideas. 
1        2          3        4           5 
3. When I feel a change in emotions, I tend to come up 
with new ideas. 
1        2          3        4           5 
4. I motivate myself by imagining a good outcome to tasks 
I take on. 
1        2          3        4           5 
5. I know why my emotions change. 
1        2          3        4           5 
6. I have control over my emotions. 
1        2          3        4           5 
7. I seek out activities that make me happy. 
1        2          3        4           5 
8. I expect that I will do well on most things I try. 
1        2          3        4           5 
9. I recognise the emotions people are experiencing by 
looking at their facial expressions. 
1        2          3        4           5 
10.   I can tell how people are feeling by listening to the tone 
of their voice. 
1        2          3        4           5 
11. I am aware of the non-verbal messages I send to others. 
1        2          3        4           5 
12. I am aware of the non-verbal messages other people 
send. 
1        2          3        4           5 
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Part C:  Quality of Life   
This section examines how you feel about your quality of life. Kindly keep in mind your 
standards, hopes, pleasures and concerns. Please circle the appropriate number against each 
statement, according to the scale given below.    
 
END OF QUESTIONNAIRE 
THANK YOU FOR YOUR PARTICIPATION 
 
Strongly Disagree 
(SD) 
1 
Disagree 
(D) 
2 
Neither Agree nor 
Disagree 
(NA/D) 
3 
Agree 
(A) 
4 
Strongly Agree 
(SA) 
5 
 SD      D     NA/D    A        SA 
13. I have enough energy for my everyday life. 1        2          3        4           5 
14. I am satisfied with my sleep. 1        2          3        4           5 
15. I am satisfied with my capacity for work. 
1        2          3        4           5 
16. I feel my life to be meaningful. 
1        2          3        4           5 
17. I am able to concentrate. 
1        2          3        4           5 
18. I often have negative feelings such as blue mood, 
despair, anxiety and depression. 
1        2          3        4           5 
19. I am satisfied with my personal relationships. 1        2          3        4           5 
20. I am satisfied with my sensual relationship. 1        2          3        4           5 
21. I am satisfied with the support I get from my friends. 1        2          3        4           5 
22. My physical environment is healthy. 1        2          3        4          5 
23. I have enough money to meet my needs. 1        2          3        4           5 
24. I am satisfied with my mode of transportation. 1        2          3        4           5 
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APPENDIX E: CHI SQUARE 
Gender Age Race
Marital 
Status
Your 
Highest 
Level of 
Completed 
Education
Number of 
Years in the 
Teaching 
Profession
Level (s) 
currently 
Teaching
Employment 
Status
Chi-square 10,471 17,984 4,971 13,724 31,714 21,134 59,479 7,617
df 4 16 8 16 12 16 16 4
Sig. .033* 0,325 0,761 0,619 .002* 0,173 .000* 0,107
Chi-square 1,260 13,124 3,785 27,064 8,013 17,214 10,621 15,234
df 3 12 6 12 9 12 12 3
Sig. 0,739 0,36 0,706 .008* 0,533 0,142 0,562 .002*
Chi-square 6,088 20,047 10,647 13,695 28,166 28,747 16,574 1,631
df 4 16 8 16 12 16 16 4
Sig. 0,193 0,218 0,223 0,621 .005* .026* 0,414 0,803
Chi-square 2,211 5,466 3,242 9,111 6,602 15,095 7,511 4,202
df 3 12 6 12 9 12 12 3
Sig. 0,53 0,941 0,778 0,693 0,678 0,236 0,822 0,24
Chi-square 2,177 13,010 5,855 21,220 25,876 25,171 22,084 5,099
df 4 16 8 16 12 16 16 4
Sig. 0,703 0,672 0,663 0,17 .011* 0,067 0,141 0,277
Chi-square 1,448 13,064 3,797 15,387 9,318 10,917 11,107 1,854
df 4 16 8 16 12 16 16 4
Sig. 0,836 0,668 0,875 0,496 0,676 0,815 0,803 0,763
Chi-square 1,458 4,576 3,358 9,704 7,937 4,847 8,688 2,500
df 2 8 4 8 6 8 8 2
Sig. 0,482 0,802 0,5 0,286 0,243 0,774 0,369 0,286
Chi-square 3,436 19,248 11,656 13,932 13,569 10,694 16,876 2,674
df 4 16 8 16 12 16 16 4
Sig. 0,488 0,256 0,167 0,604 0,329 0,828 0,394 0,614
Chi-square 3,155 12,902 5,502 17,936 10,467 16,131 12,989 4,725
df 4 16 8 16 12 16 16 4
Sig. 0,532 0,68 0,703 0,328 0,575 0,444 0,674 0,317
Chi-square 3,737 12,346 4,013 16,112 6,830 18,299 15,219 1,146
df 4 16 8 16 12 16 16 4
Sig. 0,443 0,72 0,856 0,445 0,869 0,307 0,509 0,887
Chi-square 7,401 10,717 5,652 9,753 13,481 19,791 16,788 3,454
df 4 16 8 16 12 16 16 4
Sig. 0,116 0,827 0,686 0,879 0,335 0,23 0,399 0,485
Chi-square 3,120 4,609 8,984 14,271 9,195 12,862 11,794 7,970
df 3 12 6 12 9 12 12 3
Sig. 0,374 0,97 0,175 0,284 0,419 0,379 0,462 .047*
Chi-square 1,736 23,979 8,286 8,818 16,130 14,689 22,337 4,456
df 4 16 8 16 12 16 16 4
Sig. 0,784 0,09 0,406 0,921 0,185 0,548 0,133 0,348
Chi-square 2,005 7,171 6,914 10,219 22,569 8,666 9,709 2,181
df 4 16 8 16 12 16 16 4
Sig. 0,735 0,97 0,546 0,855 .032* 0,927 0,881 0,703
Chi-square 10,387 9,937 8,847 12,219 13,966 12,913 8,404 6,892
df 4 16 8 16 12 16 16 4
Sig. .034* 0,87 0,355 0,729 0,303 0,679 0,936 0,142
Chi-square 1,860 7,813 2,319 15,782 5,777 2,666 6,628 9,698
df 2 8 4 8 6 8 8 2
Sig. 0,395 0,452 0,677 .046* 0,449 0,954 0,577 .008*
Chi-square 0,906 6,167 5,119 6,383 5,963 9,717 8,387 6,945
df 2 8 4 8 6 8 8 2
Sig. 0,636 0,629 0,275 0,604 0,427 0,285 0,397 .031*
Chi-square 2,766 12,491 19,024 18,887 7,816 14,287 7,953 2,169
df 4 16 8 16 12 16 16 4
Sig. 0,598 0,71 .015* 0,275 0,799 0,577 0,95 0,705
Chi-square 1,560 17,171 5,736 20,073 12,960 19,181 11,958 51,923
df 3 12 6 12 9 12 12 3
Sig. 0,669 0,143 0,453 0,066 0,164 0,084 0,449 .000*
Chi-square 2,571 12,174 4,975 41,583 9,517 40,598 10,859 57,028
df 4 16 8 16 12 16 16 4
Sig. 0,632 0,732 0,76 .000* 0,658 .001* 0,818 .000*
Chi-square 10,994 11,612 4,583 7,178 18,054 18,488 10,484 7,881
df 4 16 8 16 12 16 16 4
Sig. .027* 0,77 0,801 0,97 0,114 0,296 0,84 0,096
Chi-square 2,428 17,138 13,430 15,315 14,474 31,019 14,301 2,280
df 4 16 8 16 12 16 16 4
Sig. 0,658 0,377 0,098 0,502 0,271 .013* 0,576 0,684
Chi-square 3,802 19,604 11,885 29,429 12,929 25,947 17,118 8,590
df 4 16 8 16 12 16 16 4
Sig. 0,433 0,239 0,156 .021* 0,374 0,055 0,378 0,072
Chi-square 4,403 16,405 20,098 15,288 16,542 20,166 7,081 18,215
df 4 16 8 16 12 16 16 4
Sig. 0,354 0,425 .010* 0,504 0,168 0,213 0,972 .001*
 I have enough money to meet my needs
 I am satisf ied w ith my mode of transportation
 I am able to concentrate
 I often have negative feelings such as blue mood, 
despair, anxiety and depression
 I am satisf ied w ith my personal relationships
 I am satisf ied w ith my sensual relationship
 I am satisf ied w ith the support I get from my friends
 My physical environment is healthy
ALL VALUES WITH A * ARE SIGNIFICANT
 I am aw are of the non-verbal messages I send to 
others
 I am aw are of the non-verbal messages other people 
send
 I have enough energy for my everyday life
 I am satisf ied w ith my sleep
 I am satisf ied w ith my capacity for w ork
 I feel my life to be meaningful
 I know  w hy my emotions change
 I have control over my emotions
 I seek out activities that make me happy
 I expect that I w ill do w ell on most things I try
 I recognise the emotions people are experiencing by 
looking at their facial expressions
   I can tell how  people are feeling by listening to the 
tone of their voice
Pearson Chi-Square Tests
 When I am in a positive mood, solving problems is easy 
for me
 When I am in a positive mood, I am able to come up w ith 
new  ideas
 When I feel a change in emotions, I tend to come up 
w ith new  ideas
 I motivate myself by imagining a good outcome to tasks I 
take on
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APPENDIX F:  SPEARMANS CORRELATION TABLE 
 
 When I am 
in a positive 
mood, 
solving 
problems is 
easy for me
 When I am 
in a positive 
mood, I am 
able to 
come up 
w ith new  
ideas
 When I feel 
a change in 
emotions, I 
tend to 
come up 
w ith new  
ideas
 I motivate 
myself by 
imagining a 
good 
outcome to 
tasks I take 
on
 I know  
w hy my 
emotions 
change
 I have 
control over 
my 
emotions
 I seek out 
activities 
that make 
me happy
 I expect 
that I w ill do 
w ell on 
most things 
I try
 I recognise 
the 
emotions 
people are 
experiencin
g by looking 
at their 
facial 
expression
s
   I can tell 
how  people 
are feeling 
by listening 
to the tone 
of their 
voice
 I am aw are 
of the non-
verbal 
messages I 
send to 
others
 I am aw are 
of the non-
verbal 
messages 
other 
people send
 I have 
enough 
energy for 
my 
everyday 
life
 I am 
satisf ied 
w ith my 
sleep
 I am 
satisf ied 
w ith my 
capacity for 
w ork
 I feel my 
life to be 
meaningful
 I am able to 
concentrate
 I often 
have 
negative 
feelings 
such as 
blue mood, 
despair, 
anxiety and 
depression
 I am 
satisf ied 
w ith my 
personal 
relationship
s
 I am 
satisf ied 
w ith my 
sensual 
relationship
 I am 
satisf ied 
w ith the 
support I 
get from my 
friends
 My 
physical 
environment 
is healthy
 I have 
enough 
money to 
meet my 
needs
 I am 
satisf ied 
w ith my 
mode of 
transportati
on
Correlation Coefficient1,000
Sig. (2-tailed)
N 108
Correlation Coefficient.489
** 1,000
Sig. (2-tailed) 0,000
N 108 108
Correlation Coefficient.237
*
.278
** 1,000
Sig. (2-tailed) 0,013 0,004
N 108 108 108
Correlation Coefficient.254
**
.401
**
.400
** 1,000
Sig. (2-tailed) 0,008 0,000 0,000
N 108 108 108 108
Correlation Coefficient0,143 0,156 .320
**
.277
** 1,000
Sig. (2-tailed) 0,140 0,106 0,001 0,004
N 108 108 108 108 108
Correlation Coefficient0,100 0,171 .237
*
.193
*
.359
** 1,000
Sig. (2-tailed) 0,305 0,078 0,014 0,045 0,000
N 108 108 108 108 108 108
Correlation Coefficient0,146 .253
**
.242
*
.381
**
.433
**
.273
** 1,000
Sig. (2-tailed) 0,132 0,008 0,011 0,000 0,000 0,004
N 108 108 108 108 108 108 108
Correlation Coefficient0,169 .275
**
.226
*
.233
*
.259
**
.291
**
.467
** 1,000
Sig. (2-tailed) 0,081 0,004 0,019 0,015 0,007 0,002 0,000
N 108 108 108 108 108 108 108 108
Correlation Coefficient-0,049 0,186 0,177 .253
**
.264
**
.373
**
.414
**
.298
** 1,000
Sig. (2-tailed) 0,615 0,053 0,067 0,008 0,006 0,000 0,000 0,002
N 108 108 108 108 108 108 108 108 108
Correlation Coefficient-0,093 .196
* 0,023 .215
*
.198
*
.306
**
.398
**
.233
*
.744
** 1,000
Sig. (2-tailed) 0,339 0,042 0,817 0,026 0,040 0,001 0,000 0,015 0,000
N 108 108 108 108 108 108 108 108 108 108
Correlation Coefficient0,082 0,158 .255
**
.359
**
.473
**
.424
**
.437
**
.339
**
.430
**
.400
** 1,000
Sig. (2-tailed) 0,401 0,101 0,008 0,000 0,000 0,000 0,000 0,000 0,000 0,000
N 108 108 108 108 108 108 108 108 108 108 108
Correlation Coefficient0,028 .255
**
.264
**
.448
**
.413
**
.454
**
.450
**
.325
**
.533
**
.504
**
.720
** 1,000
Sig. (2-tailed) 0,770 0,008 0,006 0,000 0,000 0,000 0,000 0,001 0,000 0,000 0,000
N 108 108 108 108 108 108 108 108 108 108 108 108
Correlation Coefficient.228
*
.198
*
.225
* 0,136 .377
**
.337
**
.209
*
.217
* 0,165 0,120 0,131 0,120 1,000
Sig. (2-tailed) 0,018 0,040 0,019 0,159 0,000 0,000 0,030 0,024 0,088 0,214 0,177 0,216
N 108 108 108 108 108 108 108 108 108 108 108 108 108
Correlation Coefficient0,176 0,127 .246
* 0,066 .397
**
.393
**
.276
**
.312
** 0,168 0,146 .238
* 0,160 .637
** 1,000
Sig. (2-tailed) 0,069 0,191 0,010 0,499 0,000 0,000 0,004 0,001 0,082 0,131 0,013 0,099 0,000
N 108 108 108 108 108 108 108 108 108 108 108 108 108 108
Correlation Coefficient0,167 .216
*
.353
**
.277
**
.396
**
.255
**
.348
**
.307
** 0,182 0,127 .310
**
.304
**
.472
**
.623
** 1,000
Sig. (2-tailed) 0,084 0,025 0,000 0,004 0,000 0,008 0,000 0,001 0,059 0,191 0,001 0,001 0,000 0,000
N 108 108 108 108 108 108 108 108 108 108 108 108 108 108 108
Correlation Coefficient0,154 .220
*
.233
*
.268
**
.441
**
.254
**
.381
**
.229
*
.243
*
.265
**
.261
**
.366
**
.376
**
.328
**
.515
** 1,000
Sig. (2-tailed) 0,111 0,022 0,015 0,005 0,000 0,008 0,000 0,017 0,011 0,006 0,006 0,000 0,000 0,001 0,000
N 108 108 108 108 108 108 108 108 108 108 108 108 108 108 108 108
Correlation Coefficient.234
*
.224
*
.262
**
.340
**
.449
**
.400
**
.409
**
.329
**
.271
** 0,175 .367
**
.404
**
.426
**
.528
**
.610
**
.497
** 1,000
Sig. (2-tailed) 0,015 0,020 0,006 0,000 0,000 0,000 0,000 0,000 0,005 0,071 0,000 0,000 0,000 0,000 0,000 0,000
N 108 108 108 108 108 108 108 108 108 108 108 108 108 108 108 108 108
Correlation Coefficient-0,030 0,048 0,014 0,055 0,051 0,033 -0,056 -0,012 0,185 0,162 0,057 0,045 0,021 -0,068 -0,049 -0,116 -0,035 1,000
Sig. (2-tailed) 0,761 0,623 0,890 0,572 0,603 0,732 0,564 0,901 0,055 0,094 0,557 0,641 0,827 0,484 0,615 0,230 0,723
N 108 108 108 108 108 108 108 108 108 108 108 108 108 108 108 108 108 108
Correlation Coefficient0,099 0,063 .220
*
.217
*
.450
** 0,089 .456
** 0,128 0,113 0,090 .251
**
.227
*
.304
**
.358
**
.521
**
.565
**
.471
** -0,100 1,000
Sig. (2-tailed) 0,309 0,517 0,022 0,024 0,000 0,361 0,000 0,188 0,242 0,353 0,009 0,018 0,001 0,000 0,000 0,000 0,000 0,301
N 108 108 108 108 108 108 108 108 108 108 108 108 108 108 108 108 108 108 108
Correlation Coefficient0,140 0,104 .423
**
.407
**
.563
**
.341
**
.466
**
.316
** 0,141 0,086 .377
**
.342
**
.323
**
.395
**
.508
**
.441
**
.581
** -0,030 .601
** 1,000
Sig. (2-tailed) 0,147 0,285 0,000 0,000 0,000 0,000 0,000 0,001 0,144 0,379 0,000 0,000 0,001 0,000 0,000 0,000 0,000 0,756 0,000
N 108 108 108 108 108 108 108 108 108 108 108 108 108 108 108 108 108 108 108 108
Correlation Coefficient0,161 -0,031 .340
** 0,161 .406
** 0,180 .396
**
.260
** 0,068 0,087 .245
* 0,163 .255
**
.371
**
.435
**
.382
**
.507
** -0,047 .568
**
.605
** 1,000
Sig. (2-tailed) 0,095 0,754 0,000 0,096 0,000 0,062 0,000 0,007 0,484 0,371 0,011 0,093 0,008 0,000 0,000 0,000 0,000 0,626 0,000 0,000
N 108 108 108 108 108 108 108 108 108 108 108 108 108 108 108 108 108 108 108 108 108
Correlation Coefficient.248
**
.348
**
.341
**
.295
**
.410
**
.393
**
.396
**
.366
**
.266
**
.277
**
.286
**
.349
**
.382
**
.538
**
.472
**
.403
**
.661
** -0,070 .301
**
.533
**
.468
** 1,000
Sig. (2-tailed) 0,010 0,000 0,000 0,002 0,000 0,000 0,000 0,000 0,005 0,004 0,003 0,000 0,000 0,000 0,000 0,000 0,000 0,469 0,002 0,000 0,000
N 108 108 108 108 108 108 108 108 108 108 108 108 108 108 108 108 108 108 108 108 108 108
Correlation Coefficient.216
* 0,162 .215
* 0,181 .351
**
.378
**
.344
**
.322
** 0,167 0,148 .317
**
.257
**
.297
**
.431
**
.528
**
.257
**
.455
** 0,125 .237
*
.427
**
.305
**
.470
** 1,000
Sig. (2-tailed) 0,025 0,094 0,025 0,061 0,000 0,000 0,000 0,001 0,085 0,126 0,001 0,007 0,002 0,000 0,000 0,007 0,000 0,198 0,014 0,000 0,001 0,000
N 108 108 108 108 108 108 108 108 108 108 108 108 108 108 108 108 108 108 108 108 108 108 108
Correlation Coefficient.262
**
.208
*
.202
*
.202
*
.337
**
.206
*
.395
**
.224
* 0,048 0,025 0,185 .193
*
.192
*
.385
**
.531
**
.360
**
.514
** 0,035 .431
**
.468
**
.445
**
.526
**
.647
** 1,000
Sig. (2-tailed) 0,006 0,031 0,036 0,036 0,000 0,032 0,000 0,020 0,620 0,797 0,055 0,045 0,046 0,000 0,000 0,000 0,000 0,715 0,000 0,000 0,000 0,000 0,000
N 108 108 108 108 108 108 108 108 108 108 108 108 108 108 108 108 108 108 108 108 108 108 108 108
Correlations
Spearman's rho
 When I am in a positive 
mood, solving problems is 
easy for me
 When I am in a positive 
mood, I am able to come up 
w ith new  ideas
 When I feel a change in 
emotions, I tend to come up 
w ith new  ideas
 I motivate myself by 
imagining a good outcome to 
tasks I take on
 I know  w hy my emotions 
change
 I have control over my 
emotions
 I seek out activities that 
make me happy
 I am satisf ied w ith my 
personal relationships
 I expect that I w ill do w ell 
on most things I try
 I recognise the emotions 
people are experiencing by 
looking at their facial 
expressions
   I can tell how  people are 
feeling by listening to the 
tone of their voice
 I am aw are of the non-
verbal messages I send to 
others
 I am aw are of the non-
verbal messages other 
people send
 I have enough energy for 
my everyday life
 I am satisf ied w ith my sleep
 I am satisf ied w ith my 
capacity for w ork
 I feel my life to be 
meaningful
 I am able to concentrate
 I often have negative 
feelings such as blue mood, 
despair, anxiety and 
depression
*. Correlation is significant at the 0.05 level (2-tailed).
 I am satisf ied w ith my 
sensual relationship
 I am satisf ied w ith the 
support I get from my 
friends
 My physical environment is 
healthy
 I have enough money to 
meet my needs
 I am satisf ied w ith my mode 
of transportation
**. Correlation is significant at the 0.01 level (2-tailed).
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